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A B S T R A C T 
A Critical Study Of Personnel Policies And Practices 
In Oil And Natural Gas Commission In India. 
I'ersonneL policies play an importaiiL role in acliieving 
the organisational objectives as u'ell as employees' objectives. In 
earlier times, its sco[X! was limited but at present its ini|xjrtance has 
increased due to industrialisation, complexity of the labour laws, and 
large size of the enterprises. Everyday new labour problems arise due to 
industrial democracy and strong labour unions, etc. To solve them 
properly timely personnel policies play a very significant role in the 
organisation. Personnel policies aid management in achieving objectives 
of the organisation, uniformity of decisions and equality towards the 
employees, proper control of employees, guarantee to employees security 
about their job and provide full knowledge and information to the 
employees about the aims and objectives of the enterprise. The main 
objectives of personnel policies are maximum development of an 
individual and maximum and best use of human resources in the 
organisation. This is not possible without good relations between 
employees and management in the organisation. It is essential that 
personnel policies should not be rigid. They should be flexible, they 
should easily change according to the requirements and needs of the 
employees. 
Personnel managers have a great respxsnsibility in promoting and 
maximum utilisation of human resources by fair recruitment and 
selection, training and development, promotion and transfers, wages and 
salary structure and other u'elfare measures etc. Personnel polcies help 
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the subordinate, personnel managers and personnel officers in making 
quick decisions related to employees' job matters. The best practice of 
personnel ix)licics uould to remove the grievances of the employees in 
the organisation. Some reputed and rich organisations circulate a 
IxxDklct oC personnel ix:)lictcs of the organisation among the employees, 
explaining their full personnel policies rules and regulations related 
to their employment. It is very essential that all the employees of the 
organisation must kna^ ; about the full facts of their organisation's 
personnel polcies. The basic aims of personnel policies are to assist 
the whole organisation from top to bottom in achieving improvement in 
knowledge, skills, habits and attitudes of the employees that will 
ultimately result in higher labour productivity, profitability and 
healthy human relations in the organisation. With this aim in view, 'A 
Critical Study of Personnel Policies and Practices in Oil and Natural 
Gas Commission in India, was under taken. 
Energy plays a very significant role in the economic devolojiment 
of the country. It is mainly derived from two sources: Commercial and 
non-commercial. Its commercial sources include petroleum products, coal, 
hydro-electric, firewoods, agriculture and animal wastes, etc. Among the 
commercial energy sources, use of petroleum products is increasing very 
fast due to development of motor transport, increasing population and 
agricultural development. Petroleum products are used for 33 percent of 
the total commercial energy requirement of India. Ihe Oil and Natural 
Gas Commission was formed in 1956 to accomplish the task of exploring, 
drilling and producing petroleum products in the country. Ihc main 
objectives of the Commission arc to achieve sol f-sufflcicixzy in 
[Xitrolcum products aixl self-reliance in oil technology in the country. 
At present the Commission headquarters is located at Dehradun(U.P.) 
It has AAOOO employees of Class I, Class II, Class III and Class IV 
categories. 'IVie Commissions productions of petroleum products was 27.03 
million tonnes while its demand V'^fas around 44.46 million tonnes. The 
self-sufficiency in petroleum products was only 62 percent during this 
year.(1987-88) 
The salient features of the present study are : 
i) To provide a general frame\'X)rk. of personnel management concepts, 
principles, theory as \vell as managerial practices in the O.N.G.C. 
ii) To trace out the future challenges of human resource management and 
future thrust areas of technology upgradation of office, 
communication systems, establishing profit centres within the 
organisation for optimisation of resources for greater efficiency 
and productivity of the commission. 
iii) To appraise the personnel policy because there is no significant 
change during the last t^sX) decades (1970-1989) in management 
particularly in the operation areas with the long run promotion 
jx)licy and the need of personnel policy of the commission. 
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iv) To find out the causes of grievances of personnel in the Commission. 
v) To critically evaluate the various welfare facilities heads of the 
employees in the GDmmission. 
vi) To analyse the practices of personnel in the area of hunan resource 
development, performance appraisal, career f)lanning, training and 
development, financial assistance and welfare measures of the 
employees in the Commission. 
vii) To identify the areas ^^ here improvement is needed and practicable 
in the areas of existing theories and practices in other 
organisations. 
viii)To review the organisational structure of O.N.G.C. and ofCer 
certain suggestions Cor further improvement. 
The v^X)rk has been divied into six chapters. 
The first chapter introduces the study of historical development of 
the O.N.G.C. It reviews the histrorical background of the O.N.G.C. in 
the country since its inception. An account of the present position and 
status of the Commission is also discussed in it. 
Chapter two examines the organisational structure of the 
Commission. It discusses the main feature and patterns of organisational 
structure of the Commission. Organisational effectiveness of the 
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Commission is measured through the clear cut objectives, autliority nixl 
responsibility, communication, leadership style, motivation of 
employees, and manpotv^ er planning and social obligation towards the 
society. 
Chapter three discusses the i^ ersonnel policy of the Commission 
from various angles, viz.human resource development welfare measures, 
financial assistance, allo\-;ances, financial and non-financial 
, incentives and fringe benefits and disciplines, etc. 
"t 
In chapter four an attempt is made to appraise the practices of 
the personnel policy of the Comnission on the basis of questionnaires 
and personal interrogation •^dth employees. Postivie and negative 
responses of the officers on the percentage basis are discussed in it. 
Chapter fifth examines critically the personnel policyof the 
Commission. The analysis is made on the basis of annual growth rate of 
various welfare heads, financial, social and industrial relations in 
Commission. 
'Ilie sixth and final chapter draws some useful conclusions aixl 
broad guidelines in order to achieve further improvement in the 
personnel policy and practices at the Commission. 
The O.N.G.C.is a public corporation.lt has adopted the functional 
organisational structure. But in practice the Commission follows the 
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matrix form of organisation at administrative level and functional at 
Tianagerial level. The Commission consists of a Chairman, Vice Chairman 
six full time members and tuo part time members, various Regional 
Directors/Group General Managers/General Managers and Deputy General 
Managers are working under these members. The main features of the 
•Commission's organisation are -. 
(1) the Commission has divided the offshore and onshore activities and 
deals separately with both onshore and offshore exploration and 
operation activities. 
(2) the Commission's organisation has been divided into six regional 
business centres for quick decision making and clarity of the working 
results viz. (i) Bombay Regional Business Central(B.R.B.C), (ii) Eastern 
Regional Business Central (E.R.B.Ci, (iii) Western Regional Business 
Centre (W.R.B.C), (iv) Southern Regional Business Centre (S.R.B.C), 
(v) Central Regional Business Centre (C.R.B.CJ and (vi) Northern 
Regional Business Centre (N.R.B.C). 
(3) the organisation is also divided into four business groups of 
exploration, dirlling, operations and technical business group for 
smooth administration and management. 
The Commission's personnel policy particularly deals with 
recrulLiiicnt, selection, promotion and transfer, training, salary aixJ pay 
administration Incentives and fringe benefits, welfare anemities such as 
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housing, education, aLla'^ ances and medical benefits etc. The personnel 
policy of the Commission does not consider the workers' participation in 
management in the organisation. 
The manpower planning In the Commission is jsractlsod on the basis 
of development of its manpaoer in both quality and quantity to 
effectively meet the requirement of the organisation. Long term manix)wcr 
planning, like corporation plan, operative plan, work plan and annual 
work, is being fully practised in the organisation but strategic 
planning is not being introduced v-^ ile this planning plays a very 
iniix)rtant role in manixnv-er development. Ihe Commission's Advisory 
Council on Human Resources Development is not functioning satisfactorily 
in the organisation. Major variables affecting career planning are 
individual variables and organisational variables. A four stages model 
is being practised in the organisation for career planning of its 
manpower. These four stages are (1) exploration stage (pre-recruitment 
stage), (2) early career stage (3) mid career stage and (4) late career 
stage. Promotion and transfer policy is practised satisfactorily in the 
Commission but there is lack of uniformity in this policy and it creates 
labour unrest in the organisation. 
The Commission provides induction training, functional training, 
safety training, training on environment protection and af^^rcnticcship 
training to its employees gaining uptodate knowledge of its job. 
ACL' 1 (1, 
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Performance appraisal of employees is made only once a year. But the 
writing of performance appraisal report is delayed due to the negligence 
of executives because they do not give their self-appraisal easily and 
timely to the reporting officers. The suggestion scheme of the 
Commission for employees motivation has failed due to the lack oC proper 
publicity and apathy of controlling officers of the Commission. The 
Commission gives to its employees deamess allowance, house rent 
allowance, travelling allowance, housing facilities in the Commission's 
own colonies, daily wallowance hill compensatory allowance and incentive 
for higher qualification. But over-time allowance, winter allowance and 
city compensatory allcsv^ ance are not fully practised in the Commission. 
The Commission gives financial assistance to its employees like house 
building advance, car advance, scooter advance, motor cycle advance, 
moped/Vicky advance but the Commission does not give properly cycle 
advance, fan advance, Liquified petroleum gas advance and festival 
advance and these are also mentioned in the personnel policy of the 
Commission. A benevolent fund scheme and a group insurance scheme are 
fully practised in the Commssion. The f>ension scheme need to be 
introduced because the Commission's personnel policies do not mention 
it. IVie scheme is presently under consideration. In the Commission there 
no 
is/ pension scheme for employees after retirement. The Commission 
provides casual leave, special casual leave, half pay leave, commuted 
leave, leave not due, extraordinary leave, study leave and quarantine 
leave to its employees. The Commission's medical policy for its 
employees is satisfactory in all aspects of modern medicine and medical 
machines and instruments of the Commission hospitals and Clinics. The 
employee's children education policies and other related facilities are 
very poor in the organisation due to shortage of Commission's own 
schools. Appeals Committees and Grievance Committees are not properly in 
operation which is demoralising to the employees and reducing their 
productivity and efficiency in the Commission. 
The discipline policy against the guilty employees is very liberal. 
Manpower was 44000 wtiile the production of crude oil and net profit 
were 27.90 million tonnes and h. 1505.36 cv. respectively in 1987-88. 
During this year the grav'th rate of manpav'er, crude oil production and 
netprofit were 1.05 percent, 0.17 percent and 1,43 percent respectively 
from its previous year. (1986-87). The growth rate of manpower was 
highest in comparision to crude oil production and net profit which was 
not suitable because the Commission policy of i^ ero growth rate of 
manpower was not follav^ in the organisation. The number of training 
programmes for executives training rose from 120 to 156 from 1983-84 to 
1987-88. But the number of executives trained declined from 3793 
executives to 2923 executives from 1983-84 to 1987-88. It indicates that 
the training programmes of the Commission have failed in provide 
training to its executives. The Commission had its own 8844 houses in 
1988. The number of its CTHTI houses is not sufficient in comparison to 
its total 44000 employees. The Commission faced a major problem in this 
10 : 
rop^ ard owlnp, to the non-nvnilnbil ity of lar<^ c trncts of Inixl .'iixl lack of 
sufficient funds. Only 33 percent of employees are availing themselves 
of the housing facilities in the Commission o^-mcd colonies and remaining 
employees arc taking houses on rent and the Commission pay them house 
rent allowancvi^ e which is providing costly for the Commission. 
IXiring 1987-88 the Commission had 70 handicapped employees among 
the toal 44000 employees of the organisation. It indicates that the 
Commission [Xirsonncl policy is making contribution towards the welfare 
of the handicapped people by providing them employment facilities in the 
organisation. The Commission's personnel p>olicy belives in the 
socio-economic development of the scheduled cast (SO and scheduled 
tribes (ST) people through the reservation policy in recruitment, 
promotion, and other facilities. 
The total strength of SC/ST employees was 6094 in 1988 in the 
organisation. 
The bonus rate was 20.0 percent in 1977-78 and also stagnated at 20 
percent till 1986-87. This rate of bonus stagnation has created 
disharmony and dissatisfaction among in employees. 
The Commission failed in preventing accidents and adopting safety 
measures in its working areas (fields) utiere several fatal accidents of 
the local people have happened due to the negligence of safety officers 
of the vvorking fields. Ihe vigilance department of the Commission has 
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failed to check corruption in the Commission because several cases of 
corruption have been reported in the organisation. 
In the Commission the percentage of officers having overall job 
satisfaction was 44 percent. The officers satisfied with their age, 
qualifications and experience ux^ ro 32 percent. Hie officers satisfied 
with opportunities for self development, skilled development and 
utilisation of skill vv-cre 44 percent, 24 percent and 34 percent 
respectively. 20 percent officers and 31 percent offices were satisfied 
with training for role and task and compensation and reward systems of 
the Commission. It shou's that the overall percentage of officers 
satisfaction is poor due to the \<eakness of the personnel po^cy and its 
inadequate practice In the Commission. The 653 mandays were lost during 
1986-87 in the Commission due to employees' strikes. It indicates that 
the industrial relations in the Commission were very cordial during 
1987-87 in comparison to 44000 employees and complex nature • of the 
activities of the Commission. 
It is concluded that the personnel policies of the Comiiilssion 
provide more financial and non-financial benefits and other welfare 
measures to its employees. But in practice it is not satisfactory 
because it does not cover the so many important aspects like pension 
scheme, workers participation in management and imiformity in promotion 
and trasfer policies, etc. in the organisation. 
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INTRODUCTION 
Energy is an essential input for economic development. It has 
become a lever for economic development and for industrialisation of 
the economy. Today energy is considered as a factor of production, 
viz., land, labour and capital. Without energy production is not possible. 
Energy is derived mainly from two basic sources: commercial sources 
and non-commercial sources. The commercial sources are oil, coal, 
gas, nuclear energy and hydro-energy. The non-commercial sources 
of energy are firewood, cowdung and vegetable wnsles. In India, the 
consumption of commercial energy has been going up by about 7% per 
annum. It is now the backbone of the industry. Its domestic consumption 
is an indicator of the level of industrialisation in the country. The 
commercial energy sources (coal, oil, gas, hydro and nuclear power) 
account for about 60 percent of its supply in India, with the remaining 
40 percent supply from non-commercial sources (firewood, agricultural 
2 
and animal wastes) . Although Non-commercial energy is declining 
as a percentage of the total consumption in the country. 
Among the commercial energy sources, oil occupies an important 
place. In India when there is one percent growth in national income, 
3 
petroleum products consumption increases by 1.8 percent. In fact, 
the per capita consumption of energy is now one of the important 
1. Dr. (Mrs.) Sneh Gupta, Energy Consumption in India, New Delhi, 
YoJQtia, March 1-15, 1990, p. 6. 
2. Tanzer, Michael, Political Economy of International Oil And The 
Under Developed countries. Beation Press, Boston, 1969, pp. 163-164. 
3. Ibid. 
•indicators of economic development. India's per capita consumption 
of commercial energy is only 1/8th of the world average. 
The increasing importance of commercial energy for rapid 
industrialisation and faster economic growth made the Government realise 
the importance of the development of indegenous oil industry, specially 
in the public sector. Moreover, the increased demand for petroleum 
products was accompanied by the rapid rise in oil imports, with a subsequent 
negative impact on India's balane of payments. In 1954 India imported 
$ 200 million worth of oil which accounted for 15 percent of her import 
2 bil l. The soaring demand for energgy was the major cause of the 
Government's closer scrutiny of its energy policy. One option was to 
utilise the expertise and facilities of the multinational companies and 
encourage them to construct local refineries. However, such dependence 
on foreign oil companies was politically unfavourable. The second option 
was to encourage local development, particularly, of crude oil exploration. 
Initially both these options were pursued. 
Keshav Dev Malaviya joined on 11th August, 1952, as Deputy 
Minister for Natural Resources and Scientic Research, Later in 1955 
when he became a Minister for Natural Resources Fund, he vissited U.S.S.R., 
U.K., Netherlandr, Switzerland, Rumanifl France and West Germany 
to know the process and status of oil industry in these countries. Soon 
1. Dr. (Mrs) Sneh Gupta, Energy Consutnption in India, New Delhi, 
Yojana, March, 1-15, 1990, P. 7 
2. Tanzer, Michael, Political Economy of International Oil And The 
Under Developed Countries. Beaton Press, Boston, 1969, pp. 163-164. 
Hfter it, MalQviya announced that oil cxploralioii will bo launched by the 
Government of India. Oil exploration then was not an easy task as 
it is today, because leading foreign geological experts and other experts 
of oil industry had warned India against the decision to set up oil industry. 
Foreign geological experts believed that India had no hydrocarbons of 
oil but the Malaviyaji was not the man to be deterred by this view 
of foreign experts, although he was not sure of success in setting up 
oil industry in the country. At the time of independence, the country 
produced only 0.25 million tonne; of oil per year from its field at Digboi 
in Assam. More than 90% of petroleum products requirement were 
2 
imported. It was only in August 14, 1956 that the oil and Natural 
Gas Directorate under the Geological survey of India was raised to 
the status of a commission which was made a statutory organisation 
on 15th October, 1959. Initially, the Oil and Natural Gas Commission 
(O.N.G.C.) was formed to accomplish the task of exploring, drilling, 
assessment and production of oil and natural gas. Today, 32 million 
tonnes per annum of crude oil is being produced in the country from 
various oil fields of Assam, Gujarat and Bombay. Today high offshore 
fields and Gandhar oil field' (Gujarat) are meeting nearly two third 
3 
of the country requirements. The Commission's contribution was 29.64 
million tonnes of crude oil during 1988-89. 
Today O.N.G.C. has acquired a dominant position in the oil 
industry as an integrated public sector unit. It has reached the enviable 
1. The Economic Times, New Delhi, Nov. 14, 1989, p. 6. 
2. Ibid. 
3. Ibid. 
4. Ibid. 
position of a mother industry in the economic sttiictuie of India. It 
is providing fuel and feeds stock to power plants, mills, refineries, 
fertilisers, petro-chemical other petroleum based industries, besides domestic 
gas and LPG supply. It has started a new industrial activity, in the 
construction offshore platforms, manufacture of rigs, pumps and hosts 
of other engineering equipments in addition to promoting offshore oil 
services and consultancy in the developing countries of Asia. 
The corporate structure of O.N.G.C. is a top heavy management 
structure. Its manpower shot up from 26,374 to 44,000 during the period 
from 1981 to 1988. Expenditure on employees went up during this 
period from about Rs. 54 crores to Rs. 227.72 crores.'^ Tlie average 
annual expenditure per employee is now about Rs, 51,000.^ 
With this dominant position achieved by O.N.G.C. in the energy 
sector as well as in the over all development of the economy, the present 
study aims to highlight how for O.N.G.C, besides fulfilling its industrial 
objectives and emerging as an economically viable public sector unit 
in India, has been able to fulfill its social responsibility towards its 
employees and to make an appraisal of its personnel policy. 
Personnel management is increasingly assuming importance 
in India due to the change in production, distribution system and increase 
in the size and complexity of the organisation structure of the public 
1. Personnel and Administration Annual Report, Dehradun, 1987-88, 
p. 10. 
2. Ibid. p. 22. 
3. Ibid. 
enterprises. The management of Indian public enterprises is changing 
slowly from traditional management to professional managctncnt. Social 
change, cultural norms and values are also influencing the professional 
management thinking and practice due to the changes in workers norms, 
values, goals, political changes (labour unions) and development of new 
thinking of social acceptance among the personnel. In this regard the 
process of change in the socio-economic and technical systems in the 
organisation, personnel management can play a very important role in 
the organisation (enterprise) to improve productivity, profitability and 
industrial harmony. Personnel management has to perform its traditional 
functions of staffing, compensation, training and development, and welfare 
as well as challenging functions of employees' motivation, organisational 
planning, design, etc. But personnel managers in Indian public enterpries 
are sti l l not performing these very important functions very efficiently. 
This is one of themost important reasons of the current labour 
unrest and low level of productivity and profitability in the public 
enterprises in India. The personnel managers in India lack two basic 
qualities of decisiveness and motivation of other people. These two 
qualities are necessary for the smooth running of the enterprise and 
for maintaining industrial harmony. 
The Oil and Natural Gas Commission's personnel management 
and its personnel policy are based on its corporate values of caring 
about its employees and social acceptance and their confidence in i t . 
The personnel policy of the Commission lays more emphasis upon the 
creation of an environment for its employees that they can lead to 
a higher productivity, profitability industrial harmony, innovation, creativity 
and an optimal utilisation of its resources. The Commission has drawn 
up a human resource development plan with a view to matching the 
individual's aspirations with the organisational growth and objectives. 
The Commission has been providing training and re-training to its employees 
within India and abroad. The Commission liave trained over 40,000 
employees from 1985 to 1989. 
Review of Literature : 
A good deal of analytical literature exists at broad levels 
about problems associated with productivity, financial performance, 
size and technology, and manpower. An humble attempt is made to 
review briefly some of the relevent existing studies, as given below: 
2 
In P.A.S.'s articles (1,2,3,4,5) an attempt has been made to 
discuss the crude oil position from 1979 to 1988 in relation to production 
of crude oil, imports and impact on the economy. His analysis pertains 
to the period 1979-1988, According to him O.N.G.C. has failed in achieving 
self-sufficiency in oil because consumption of crude oil is gicater then 
production due to industrilisation, transportation development,and agricultural 
development (more irrigation). 
1. The Economic Times, New Delhi, Nov. 14, 1989, p. 6. 
2. 1. P.A.S., The Hindu Survey of Indian Industry, Madras, 1982, p. 97. 
2. Ibid, 198, p. 97. 
3. Ibid, 1986, p. 97. 
4. It)i(!, 187, p. 33. 
5. Ibid, 1988, p. 33. 
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In C.V. Gopalakrishnan's articles (1,2,3,4,5) , an attempt has 
been made to analyse the onshore and offshore crude oil production 
from 1980 to 1988, with pregnosticated reserve and project number 
of Seismic Survey. It is also a study in exploratory drilling wells and 
development drilling wells by the O.N.G.C., components of its action 
plan (1980-85 to 1985-90) for exploratory drilling, development drilling 
and number of wells in comparison to the present demand of crude 
oil, in the country. Lastly, he concluded that the crude oil production 
shows modest rise in the seventh plan. 
3 
G. Ramaswamy's article measures the failure of the O.N.G.C. 
in crude oil production in the country and also compares O.N.G.C. with 
other international companies of the world. The period his study covers 
is from 1974 to 1987. His study reveals that O.N.G.C.'s record is good 
in oil exploration. O.N.G.C. has failed to show any growth during the 
past three years due to the deficiency in extraction, not in exploration. 
The crude oil stagnation in recent year is the result of deficiency in 
extraction. While much oil is reserved in the fields, it is not able 
to explore fully. 
2. 1. C.V. Gopalakrishnan, The Hindu Survey of Indian Indistry, Madras, 
1982, p. 101. 
2. Ibid, 1984, p. 99 
3. Ibid, 1986, p. 99. 
4. Ibid, 1987, p. 39. 
5. Ibid, 1988, p. 37. 
3. G. Ramaswamy, O.N.G.C. Lags Behind in Oil Production, The Times 
of India, New Delhi, September 24, 1988, p. 6. 
In H.P. SHAH Article Study : 
An important article published in 1987 by 11.P. Sll.AIl'^  throws 
light on the second biggest oil of Gandhar oil field discovery of O.N.G.C. 
after Bombay High in the country. 
In his study the author has examined the total area of Gandhar 
oil fields. The total resources of Gandhar prospective fieJd were estimated 
at 466 million tonnes of which 100 million tonnes of oil and oil equivalent 
of gas were proven reserves. The early Production System (EPS) for 
data collection and other operation for crude oil production was introduced 
in 10 wells among the total 14 wells of this field. I'he study shows 
the optimistic trends in oil production in the country because Gandhar 
is the gold mine of India, 
Dr. A.K. Malhotra's (Member offshore O.N.G.C.) work^ in 1984 
is a very important study in relation to effective human resources 
management in the public enterprise in India. His case study covers 
the human resources management development in O.N.G.C. from 1979 
to 1983. His study is based on the basis oC tbie^. political will and leadership 
in the commission, (2) supportive bureaucracy which means its role as friend, 
philospher and guide of the commission rather than querulous oriented 
bureaucracy and (3) managerial autonomy in the Commission with the 
selectionofthe right man for the right job. The success of the O.N.G.C. 
depends more on environmental factors rather than on external factors. 
The whole effectiveness of the human resources development management 
is analysed with the yardsticks of the definition of clear objective, 
4. H.P. SHAH, Gandhar a fillip to oil industry, Yojana, Dec. 16-31, 
1987, p. 25. 
5. Dr. A.K. Mnlliotra, Hffictivc Human Resource IMmiagoiiicnt in tlic Public 
Enterprise-A study, Indian Management,New Delhi, August 1984, p. 27. 
strategies structure of the organisation, systems niid skills of llio personnel. 
In S. Ramanathan's article, an attempt has been made to discuss 
the career management in O.N.G.C. since 1970. ilis study reveals that 
the career matiugoniont in O.N.(J.C. has been influenced by the cxlcrnm 
as well as internal factors. His study discribes that external influencing 
factors were regulatory environment, economic environment, political 
environment, social environment, competition and the internal influencing 
factors were organisational design and structure, technology, operating 
systems, personnel management, organisational style and financial resources. 
In the end an attempt has been made in this paper to outline 
the likely changes in the external and internal environments that are 
likely to affect functioning in the O.N.G.C. 
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M.S. Chemma's paper is a very important contribution in 
the field of management challenges in the offshore in the O.N.G.C. 
It makes a comprehensive study of the various aspects of new management 
culture, independent specialised service, new coordination approach and 
accelerated programmes in the management of O.N.G.C. towards particularly 
in the offshore fields. 
o 
R.K. Dhir's paper is a noteworthy study of human resources 
development in the O.N.G.C. He lias measured tlic growth of manpower, 
6. Dr. S. Ramathan, Career Management in O.N.G.C, O.N.G.C. • 
Reporter, Dehradun 1981, p. 44. 
7. U.S. Cheemfl, Manflgement Challenges in the Offshore, O.N.G.C. Reporter 
(Silver Jublee) 1981*, p. 49. 
8. R.K. Dhir, Human Resource Developn^eiU, O.N.G.C. Reporter (Silver 
Jublee) Dehradun, 1981, p. 58. 
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and has also compared it with produetioii of cvudc oil. 
g 
G.D. Dhingra's paper attempts to evaluate the welfare concepts 
in O.N.G.C. His study has evaluated the general welfare measures 
relating to education of employee's children, medical, housing, travel, 
sports, etc., as they have been introduced all over the O.N.G.C. broadly 
on the pattern of similar measures adopted by the central Government 
for their employees. Finally, he concludes that the welfare measures 
should be continued to improve for raising productivity in the Commission. 
S.S. Sachdev's paper is a noteworthy attempt to study the 
management of industrial relations in O.N.G.C. in relation to a cooperative 
approach. His study reveals that in the Management of industrial relations 
a cooperative approach is possible on the basis of a code of discipline 
in the Commission, of recognition of union and esprit de corps. 
S.K. CHAWLA's paper is an attempt to discuss personnel 
planning in O.N.G.C. from 1957 to 1981. In this study, Mr. Chawla's 
concern is mainly with the human resources which are induced most 
sensitive, dynamic, appreciative and subject to various degrees of production 
of crude oil depending on now it is steered and utilised. His study 
analyses the manpower growth, manpower planning, directorate of manpower 
and change agent in the O.N.G.C. 
9. G.D. Dhingra, Evaluationof Welfare Concepts in O.N.G.C, O.N.G.C. 
Reporter (Silver Jublee) Dehradun, 1981, p. 94^  
10. S.S. Sachdev, Management of Industrial Relations A cooperative 
Approach, op. cit., p. 79. 
11. S.K. Ghawla, Personell Planning in O.N.G.C. op. cit., p. 98. 
11 
12 llarbaiis Lai's paper is a very sigiiiricaiil study of human 
relations in the O.N.G.C. His study covers aspects of human relations 
like definition, objectives of human relations, concepts of human relations, 
disputes, their causes, solutions and rules of human relations in the 
O.N.G.C. An important contribution has been made by him in this regard. 
BADHWAR AND SHEKHAR KUMAR JHA^"^ (1981 to 1986) 
analyse crude oil production trends in the O.N.G.C. Their study is 
of Q comparative nature with crude oil production to profit, cost of 
its production, total number of employees, total expenditure on employees, 
average cost per employee and demand of crude oil for consumption 
in the country. Their study concludes that the O.N.G.C. concentrates 
too much on its organisational structure and its image rather than on 
its primary objective of selfsufficiency in oil , and is also centralised 
in some oil bearing structures like Bombay High and left other poor 
oil bearing structure. The total cost is increasing at a very faster 
rate than crude oil production and manpower. 
14 In Eapen Thomas's article an attempt has been made towards 
the privatisation of oil exploration. It concludes tliat privatisation of 
oil sector has various benefits like lower cost, decentralisation lessening 
risk in oil exploration among the private as well as foreign collaboration 
12. Harbans Lai, Human Relations op. cit., p. 103. 
13. BADHWAR and SHEKHAR KUMAR Jl iA, O.N.G.C. The Oil 
Mirage, India Today, Sept. 30, 1986, p. 101. 
14. Eapen Thomas, Private Sector nt tjie threshold. lousiness India 
New Delhi, March 6 to 19, 1989, p. 53. 
12 
in this regard. Privatisation of oil exploration can provide full self-
sufficiency in oil with mtnimum burden and loss on llic Government. 
It is a very optimistic study of oil policy of tlie country. 
15 In Col. S.P, Wahi's article an attempt has been made is 
analyse the functioning of O.N.G.C. and its role in generating energy 
for the country. His study covers the acliievenicnts and weaknesses 
of the O.N.G.C. At last it is concluded that there must be areas that 
require to be further strengthened for achieving selfsufficiency in oil 
and also need the introduction of time management approach in the 
organisation. 
ifi In Kumar Ketkar's article an attempt has been made to 
discuss the public relations and communication at the time of crisis 
in the O.N.G.C. His study reveals that the O.N.G.C. public relations 
and communication are open for all the public Government and press 
reporters. This openness of public tendency is helpful in judging the 
irresposibility of the employees and executives at the time of any crisis 
in the organisation. 
15. Col. S.P. Wahi, Technologically we are fully selfreliant, Sunday, 
New Delhi, 2 to 8 April, 1989, p. 51. 
16. Kumar Ketkar, Public Relations as a Challenge, The Economic 
Times, New Delhi, April 8, 1984, p. 4. 
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Aims and Objectives of the Study : 
These are the following objectives of this study : 
1. To acquaint the readers, business executives, government adminis-
trators, graduate and advanced students of management and 
industrial relations with an adequate knowledge of the principles, 
policies and practices of personnel management in India. 
2. To provide a general framework of personnel management 
concepts, principles, theory as well as managerial practices 
in the Commission. 
3. To trace out the future challenges of human resource management 
and future thrust areas of technology upgradation of office, 
communication system, establishing profit centres - withing 
the organisation for optimisation of resources for greater efficiency 
and productivity of the O.N.G.C. 
4. To appraise the personnel policy because there is no significant 
change during the last two decades (1970 to 1989) in management 
particularly in the operation area with the long run promotion 
policy and the new personnel policy of the Commission. 
5. To critically evaluate the various welfare facilities heads of 
the employees in the Commission. 
6. To analyse the practices of the personnel in the area of human 
resource development, performance, appraisal, career planning 
training and development, financial assistance and welfare measures 
of the employees in the Commission. 
7. To find out the causes of grievances of personnel in the Commission. 
14 
8. To identify the areas where improvement is needed and practicable 
in the areas of existing theories and practices in other organisations 
(culture). 
9. To review the organisational structure of O.N.G.C. and offer 
certain suggestions for further improvement. 
Methodology : 
The data and suitable statistics for this study have been collected 
from both primary sources and secondary sources. As regards tlie primary 
data, the opinion survey through standard questionnaire has been used 
and some important matters have been discussed with the officers of 
the Commission at its headquarters, Dehradun. The secondary data 
have been collected from at headquarters, Dehradun (O.N.G.C. Library), 
Maulana Azad Library, Aligarh Muslim University and the seminar library 
of the department of Commerce Aligarh Muslim University. The 
study has taken the help of financial statistics published by the Commission 
in the form of annual reports, Journals and other literatures as well 
as newspapers and various other publications. 
The study has utilised appropriate statistical devices to assess 
the change and general working performance and personnel policy of 
the Commission from various ungles. A general appruisul of performance 
has been made through the satistical device of annual growth rate of 
the production, sales, net profit, exchequer and internal financial resources. 
For appraisal of personnel policy and practices, a statistical device 
of percentage basis to assess positive and negative response of personnel 
15 
has been used for evaluating personnel policy and practice at the Commission 
Chapterisation of Study : 
The broad framework of this study is presented in six chapters. 
The first chapter introduces the study of historical development of the 
O.N.G.C. It reviews the historical background of the O.N.G.C. in India 
since its inception. An account of the present position and status of 
the Commission is also discussed in it. 
Chapter two examines the organisational structure of the 
Commission. It discusses the main features and patterns of organisational 
structure of the Commission. Organisational effectiveness of the Commission 
is measured through the clear cut objectives, authority and responsibility, 
communication, leadership style, motivation of employees, manpower 
planning and social responsibility of the organisation towards the society. 
Chapter three discusses the personnel policy of the Commission. 
In chapter four an attempt is made to appraise the practices 
of the personnel policy of the Commission on tlie basis of questionnares. 
Positive and negative response of the officers on the percentage basis 
are discussed in it. 
Chapter fifth examines critically the personnel policy of the 
Commission. The analysis is made on the basis of annual growth rate 
of various welfare heads, financial social and industrial relations in 
the Commission. 
16 
I'lie sixth and final cliapter draws some useful conclusions 
and broad guidelines in order to achieve further improvement in the 
personnel policy and practices at the Commission. 
17 
CHAPTER - I 
HISTORICAL DEVELOPMENT OP OIL AND NATURAL COMMISSION 
The resources used as power to run macliines, industries and 
automobiles even agriculture are known as energy resources. Primitive 
man fully depended on his muscle power to do his work. In ancient 
times slaves and animals were used to carry loads, water and ploughing 
land for cultivation. In ancient times the source of power was only 
human energy. Before the industrial Revolution (1836 in England) man 
used muscle power, animal power and wind power. But after the Industrial 
Revolution, the inventions of steam engine and internal combustion engine 
increased the use of mechanical power. With the invention of modern 
tools and machinery the demand for mechanical power becamd greater 
than manual power. Mechanical powere has become an essential source 
for the economic development of a country as well as for raising the 
standard of living of the people. It is a fact that modern manufacturing 
is almost impossible without mechanical powers like coal, petroleum 
and electricity. The major sources of heat and energy are coal, petroleum, 
natural gas, electricity, nuclear, geothermal and tidal energy, Nowadays 
electricity is becoming more and more essential in the world's economy. 
It can be used easily for domestic, industrial and ngricuiturnl purposes. 
It can be generated from thermal plants using coal and running water. 
It can also be obtained from nuclear plants using uranium, and thorium. 
Another source of energy which is important in some countries is geothermal 
energy. Geothermal energy is obtained from volcanic phenomena such 
as hot steams. It is generally used in Japan, Italy and New Zealand. 
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Energy plays very significant role in the developincnt of economy. 
Energy is the basis and backbone of civilised and industrial l i fe. It is 
derived mainly from two sources, generally classified as Commercial 
and non-commercial. Commercial energy sources include oil, coal, gas, 
hydro-electric and nuclear power while non-commercial energyy sources 
include firewood^ agriculture and animal wastes, etc. First of al l , oil 
was discovered by Co. Drake in 1859 in Pennsylvania, U.S.A. Since 
then it was become one of the most important sources of energy in 
the world. In India, although oil was found at Digboi in Assam in 1889, 
2 production remained very small. Mr. Banerjee, General Manager of 
Oil India Limited (OIL) at Digboi observed that the credit for spudding 
the first well should go to an elephant. One of the crew engaged in 
clearing the sites noticed black fluid on the legs of an elephant pulling 
in logs and it was discovered that the elephant and stepped on an outcrop 
3 
bubbling with crude oil. Before 1956, India was fully dependent on 
import of oil. The indigenous resources were not exploited. The shortage 
of oil and gas was not due to the lack of natural deposits but was 
due to factors like Technological backwardness, lack of finance and 
lack of skilled manpower, etc. With simultaneous increase in population, 
mechanisation and industrialisation, development of agriculture and shortage 
of other sources of energy resulted in increased crude oil consumption. 
1. Twenty Five Years of O.N.G.C, Dehradun, 1981, p.2. 
2. Enpen Thomas, 'Private Sector at the Threshold', Business India, 
New Delhi, March 6-19, 1989, p. 53. 
3. The economic Times, New Delhi, April 8, 1985, p. 1. 
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Today, among the Commercial energy sources, tlie coiisuiiiptiori 
of oil in India is increasing enormously. Petroleum is used for 33 percent 
of the total commercial primary energy requirements of India. During 
1987-88 the major part of oil was consumed byy the transport sector. 
The oil consumption in the transport sector is 56 pciccnt of the total 
2 
consumption. The consumption in household sector is about 29 percent 
3 
for cooking and lighting, etc. The consumption in agricultural and 
4 
industrial sectors is 10 percent and 5 percent respectively. It has 
been estimated that for every one percent growth of national income, 
5 increase in consumtion of petroleum products remains around 1.8 percent. 
At the end of the seventh plan the demand for petroleum products 
will be expected to rise to 53 million tonnes. 
The anticipated demand of petroleum products in 1999-2000 
will be around 95.30 million tonnes. 
Rapid industrialisation and fast economic development of the 
country have made it essential to explore indigenous resources. Hefore 
independence, oil was a myth in India, according to some foreign oil 
experts. After the independence in 1947, the growing need for petroleum 
products for industralisation and economic development was felt by 
late Pt. Jawahar Lai Nehru, the first Prime Minister of India and Late 
K.D. Malaviya ex-Petroleum Minister who developed a plan for the search 
of oil in an organised manner. 
1. The Competition Muster, Chandigarh, November 1984, p. 270. 
2. The Economic Times. New Delhi, June 9, 1988, p. II. 
3. Ibid. 4. Ibid. 
5. The Hindu, Madras, September 19, 1986, p. 8. 
6. The Hindu Survey of Indian Industry, Madras, 1988, p. 47. 
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111 lOSf), tlic Oil mid Nntutnl (Jus Diroctot/ilr WHS foMiicd (is 
a part of the Geological Survey of India under the Ministry of Natural 
Resources and Scientific Research. The Oil and Natural Gas Directorate 
was raised to the status of a Commission on August 14, 1956. The 
Commission was made a Statutory organisation by an Act of Parliament 
on 15the October, 1959. The O.N.G.C. was thus formed to accomplish 
the task of exploring, drilling and producting oil and natural gas. At 
present the Headquarter of Oil and Natural Gas Commission is located 
in Dehradun. The Oil and Natural Gas Commission (O.N.G.C.) has poineered 
the exploration and production of crude oil and natural gas in the country. 
In fact, the growth of O.N.G.C. is regarded as synonymous with the 
development of India's oil industry. 
Objective of the Commission : 
2 
The Commission has the following objective : 
PRIMARY OBJECTIVES : 
1. To attain self-reliance in oil. 
2. To attain self-reliance in technology. 
3. To promot indigenous efforts to achieve self-reliance in oil related 
equipment, materials and services. 
4. To assist in Conservation of oil and in making a more efficient 
use of energy and development of alternate source of energy. 
5. To ensure environment protection. 
1. Twenty Five Years of O.N.G.C, Dehradun, 1981, p. 4. 
2. Personnel and Administration. Annual Report, Dehradun 1987-88, 
p. 2. 
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SECONDARY Oi3JIiCTIVES : 
1. To make long term planning for oil self sufficiency. 
2. To undertake price fixation and marketing of oil and natural gas 
produced by it. 
3. To obtain its share in the world oil market. 
4. To have generation and maximisation of internal financial resources 
for its own growth and development. 
5. To make regular efforts for new exploration areas. 
6. To achieve maximisation of the rate of return on investment. 
7. To ensure development of skilled manpower like Geologists, Engineers, 
Scientists and Managers who are related to oil exploration activities. 
Today equipments of considerable value are owned and operated 
by O.N.G.C. including seismic vessels, drilling ships, jack up rigs, multi-
purpose support, vessels and helicopters. O.N.G.C. has also encouraged 
indigenous enterprise to manufacture the equipments needed for its 
operation, like well platforms, process platforms, onshore drilling rings, 
pumps and compressors, etc. Indigenous efforts to achieve self-reliance 
in oil related equipment, materials and services wore launched i/i 1982 
on in organised basis. Several measures have been taken by O.N.G.C. 
to create necessary awareness amongst the Indian indutries, both in 
public and private sectors, about the requirements of O.N.G.C.'s equipments 
and services. The domestic industry during 1988-89 supplied more llian 
50 percent of oil sector equipments and materials like rigs, offshore 
platforms, offsiiore supply vessels, casing pipes, oil field chemicals and 
cement. Several public sector units like the Mazagon Doci<s Limited 
1. The Economic Times, New Delhi, May 7, 1989, p. 9. 
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(MDL), Bharat Heavy Eleclricals Limited (I311EL), Uou Sliipyord, Garden 
Reach Shipbuilders, Hindustan Shipyard Limited (JISL), and Larsen and 
Toubro Ltd. (L and T) and Bharat Petroleum Corporation Limited (BPCL) 
have established a good base for the construction of capital equipment 
for the oil industry. MDL has so far fabricated 30 offshore platforms 
for O.N.G.C. while 34 on land rigs have been supplied by BHEL. Litewise, 
18 offshore supply vessels in operation for O.N.G.C. have been manufactured 
by Indian Yards. The oil-field chemicals are also being supplied by 
the domestic industry, like Dai-ichai Karkaria Pvt. Ltd., Hindustan Magco 
Vnr Chemicals Ltd., Thermax, Alkylamiries, Hombny Oil, Navdccp Chemicals, 
Cellulose Products of India Ltd, Reliance Chemicals and Coinpro Chemicals. 
As on March 31, 1987, the cumulative savings in foreign exchange as 
a result of the indigenisation efforts have been Rs.2907 crores. Services 
worth Rs. 309.5 crores were indigenised during the year 1986-87 while 
they cost Rs. 276.32 crores in 1985-86.^ All this shows success in 
the efforts of O.N.G.C. towards indigenisation of oil equipment, materials 
and services. O.N.G.C. has become one of the premier and leading cntcr-
price in the oil sector. O.N.G.C. has carried out geological surveys and 
extensive geophysical surveys and extensive geophysical surveys. Higher 
level of technology in geophysical instrumentation and data acquisition 
is being applied. In the high technology field of petroleum, O.N.G.C. 
has kept pace with the world. In fact, its technological sophistication 
is responsible for its success in the challenging task of exploration. 
1. The Economic times. New Delhi, May 7, 1989, p. 9. 
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Hxplorutioti ! 
The total area of sedimentary rocks in India is 17,20,000 square 
km. of which an offshore area upto a depth of 200 metres amounts 
to 3,20,000 square km. The total area has been divided into 26 sedimentary 
basins of vvfiich 13 are of immediate interest. These 13 basins have 
been placed in three categories according to their individual potential. 
Some other basins not so prospective are in the fourth category. 
An Indo-Soviet team of experts put the geological reserves 
of oil at 12,700 million tonnes, of which 8,700 million tonnes (69%) 
2 
are offshore and 400 million tonnes (31%) are onshore. Natural gas 
occurs both offshore and onshore and is associated with crude oil, but 
most of the output that comes from associated gas fields is at Cambay 
in Gujarat. 
1. The Hindu, September 19, 1986, Madras, p. 8. 
2. The Geographer, The Department of Geography, Aligarh Muslim 
University, January, 1985, p. 47. 
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Table No. 1 
Production of crude oil, demand and Import 
Year Product 
Million 
tonnes 
Demand 
Million 
tonnes 
Imports 
Million 
tonnes 
Self-sufficiency 
in crude oil 
per cent 
1970-71 
1975-76 
1976-77 
1977-78 
1978-79 
1979-80 
1980-81 
1981-82 
1982-83 
1983-84 
1984-85 
1985-86 
1986-87 
1987-88 
6.80 
8.4 
8.9 
10.8 
11.6 
11.8 
10.5 
16.2 
21.1 
26.0 
29.0 
30.2 
30.5 
30.16 
18.5 
22.0 
22.9 
25.3 
26.3 
27.9 
26.7 
31.5 
38.0 
42.0 
42.6 
45.3 
46.0 
48.46 
11.7 
13.6 
24.0 
14.5 
14.7 
16.1 
16,2 
15.3 
16.9 
16.U 
13.6 
15.1 
1.5 
18.3 
36.76 
38.19 
38.85 
42.69 
44.11 
42.29 
39.33 
51.43 
55.53 
61.90 
68.07 
66.67 
66.30 
62.23 
1. The Economic Times (Mid-week review), New Delhi, June 9, 1988, 
p. II. 
2. The Hindu Survey of Indian . Industry, Madras, 1989, P. 32. 
Table No, 1 shows the crude oil production, consumption and 
import of crude oil from 1970-71 to 1987-88 and the percentage of 
sufficiency in crude oil. The crude oil production, consumption and 
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import were G.8 million tbnnes,18.5 million tonnes and 11.7 million tonnes 
in 1970-71. In 1975-76 the crude oil production, consumption and import 
were 8.4 million tonnes, 22.0 million tonnes and 13.6 million tonnes. 
Again they rose to 8.9 million tonnes, 22.9 million tonnes and 14.0 million 
tonnes in 1976-77. In 1977-78 the production of crude oil, consumption 
and import were 10.8 million tonnes, 25.3 million tonnes and 14.5 million 
tonnes respectively. Crude oil production in 1978-79 and 1979-80 was 
11.6 million tonnes and 11.8 million tonnes, it was about stagnant during 
this period but the consumption was 26.3 million tonnes and 27.9 million 
tonnes in this period. Import rose to 14.7 million tonnes in 1978-79 
to 16.1 million tonnes in 1979-80. Again in 1980-81 crude oil production 
and consumption came down to 10.5 million tonnes and 26.7 million 
tonnes respectively. Import was the same i.e., about 16.2 million tonnes 
in 1980-81. In 1981-82 crude oil production and consumption both rose 
to 16.2 million tonnes and 31.5 million tonnes respectively but import 
came down to 15.3 million tonnes. Again crude oil production, consumption 
and import rose to 21.1 million tonnes, 38.0 million tonnes and 16.9 million 
tonnes in 1982-83. In 1983-84 and 1984-85 the crude oil production 
was 26.0 million tonnes and 29.0 million tonnes, but the consumption 
was around stagnated 42.0 million tonnes and 42.6 million tonnes respectively. 
Import came down to 13.6 million tonnes in 1984-85 against 16.0 million 
tonnes in 1983-84. Crude oil production was 30.2 million tonnes, 30.5 
million tonnes and 30.16 million tonnes in 1985-86. 1986-87 and 1987-88, 
it was around 30.0 million tonnes stagnated during this period. The 
consumption of crude oil was 45.3 million tonnes, 46.0 million tonnes 
and 48.46 million tonnes respectively in 1985-86, 1986-87 e.nd 1987^88. 
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But import was 15.1 mi l l ion tonnes and 15.5 mil l ion tonnes and 18.3 mi l l ion 
tonnes in 1985-86, 1986-87 and 1987-88. Self-suff iciency in crude oi l 
consumption was 36.76 percent in 1970-71 and i t continuously increased 
t i l l in 1978-79 which was about 44.11 percent. Again i t came down 
to 42.29 percent and 39.33 percent in 1979-80 and 1980-81. I t went 
up to 68.07 percent in 1984-85 but i t came down to 62.83 percent in 
1987-88. It is concluded that the production of crude oi l was constant 
around 30.0 mil l ion tonnes from 1985-86 to 1987-88. Consumption of 
crude oi l was always increasing (except 1980-81) from 1970-71 to 1987-88. 
Self-suff iciency in crude oi l consumption was decreasing by 62.23 percent 
in 1987-88 against 68.07 percent in 1984-85. 
Table No. 2 reveals that there were 9 rigs in 1956-61, 31 rigs 
in 1961-71 and 34 rigs in 1971-81 in operation in onshore areas. In 
1956-61, 1961-71 and 1971-81 the onshore wells dr i l led were 25 wells, 
855 wells and 788 wells respectively. The tota l number of tested in 
onshare areas in 1956-61 were 16 wells and 828 wells in 1961-71 and 
1531 wells in 1971-81. The success wells were 13 wells,551 wells and 
1026 wells respectively in 1951-61, 1961-71 and 1971-81. The success 
o i l wells were 13 wells, 488 wells and 910 wells respectively in 1951-61, 
1961-71 and 1971-81. There was no gas success well in 1956-61, but 
they were 63 wells and 116 wells respectively in 1961-71 and 1971-81. 
The success rat io of tested wells was .81 wells, .67 wells and .67 wells 
respectively in 1956-61, 1961-71 and 1971-81. 
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Table No. 2 
Dfilliiig pcrforiiiaiic'c mul production of ().N.(!.(". 
(1956-61 to 71-81) 
9 
25 
16 
31 
855 
828 
34 
788 
1531 
13 
13 
.81 
488 
63 
551 
.67 
910 
116 
1026 
Name of work 1956-61 1961-71 1971-81 
Onshore Drilling 
i) Number of rigs in operation 
ii) Number of wells drilled 
iii) Total no. of tested wells 
Success Wells 
Oil 
Gas 
Total 
Success Ratio  6  .67 
Offshore Drilling 
i) Number of rigs in operation - 1 7 
iiO Number of wells drilled - - 156 
I 
iii) Total number of tested wells - - 156 
Success Wells 
Oil 
Gas 
Success Ratio 
Crude Oil and Natural Gas Production 
Crude oil (million tonnes) 
Natural gas (million cubic metres) 
-
-
-
19.21 
518.90 
98 
17 
.74 
62.96 
6726.10 
Source : Twenty five years of O.N.Ci.C, Dcliradun, 1981, pp. 47-51. 
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The offshore drilling was stnrted siiccessfully in 1971-81, T/iere 
was one rig in 1971-81 and 7 rigs in 1971-81 for offshore well drilling. 
The total number of wells drilled in offshore were 156 wells during 
1971-81. The total number of tested wells were 156 wells in 1971-81 
of which 115 wells were successful. The success oil wells were 98 wells 
and success gas wells were 17 wells which stood upto .74 success well 
ratio. During the decade 1961-71, the cumulative crude oil and natural 
gas productions were 19.21 million tonnes and 1518.90 million cubic 
meters respectively. These increased to 62.96 million tonnes and 6726.15 
cubic million meters in the second decade 1971-81. 
Table No. 3 
Drilling achievement no. of wells drilled 
Years 
1980 
1981 
1982 
1983 
1984 
1985 
1986 
1987 
Source 
Offshore 
32 
46 
64 
88 
74 
76 
77 
91 
: O.N.G.C. 
Growth 
rate 
(in %) 
of 
offshore 
-
43.75 
39.13 
37.5 
-15.90 
2.70 
1.32 
18.18 
Reporter, 
Onshore 
72 
98 
115 
115 
127 
190 
232 
272 
Dehradun, 
Growth 
rate of 
onshore 
(in %) 
-
36.11 
17.35 
0 
10.43 
49.61 
22.11 
17.24 
Jan-June 1988, 
Total 
104 
144 
179 
203 
201 
266 
309 
363 
p. 17. 
Growth 
rate of 
total 
(in %) 
-
38.46 
24.30 
13.40 
- 0.99 
32.34 
16.17 
17.48 
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Table No. 3 reveals the number of wells drilled in both offshore 
and onshore from 1980 to 1987. The total number of 104 wells, 144 wells 
and 179 wells were drilled in 1980, 1981 and 1982. The offshore wells 
were 32 wells, 46 v/ells, and 64 wells while onshore wells were 72 wells, 
98 wells and 115 wells during 1980, 1981 and 1982. In 1983, 1984 and 
1985 the lotnl wells were 203 wells, 201 wells, and 2(56 wolls rcspcctivoly. 
Offshore wells were 88 wells, 74 wells and 76 wells while onshore wells 
115 wells, 127 wells and 190 wells respectively during 1983, 1984 and 
1985. Again the total number of wells drilled rose to 309 wells and 
363 wells in 1986 and 1987. Offshore wells were 77 wells and 91 wells 
while onshore wells were 232 wells and 272 wells in 1986 and 1987. 
The offshore drilling was not satisfactory in 1984 because in this year 
growth rate was 15.9 percent from the previous year 1983. Offshore 
drilling performance was satisfactory in 1981, 1982 and 1983 because 
during this period the growth rates were 43.75 percent, 39.13 percent 
and 37.5 percent respectively. The offshore growtli rate of wells was 
declining continuously from 1981 to 1986. The onshore growth rate 
of 49.61 percent was highest in 1985 but it came down to 22.11 percent 
in 1986. The growth rates in onsliorc drilling wci'c not siitisfactory 
in 1983 and 1984 because they were zero and 10.11 percent during the 
period. The total growth rate of both offshore and onshore was declining 
from 38.46 percent in 1981 to minus 0.99 percent in 1984. Again it 
rose to 32.34 percent in 1985, but it came down to 16.17 percent in 
1986. In 1987 it was 17.48 percent. The table reveals that the drilling 
performance was not satisfactory which was responsible for slow growth 
of wells drilled during 1981 to 1985. 
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Tabic No. 4 
PRODUCTION 
Year Crude Oil (million tonnes) Natural Gas (million cubic meters) 
1974 4.43 570.43 
1975 5.19 661.11 
1976 5.71 681.28 
1977 7.47 728.17 
1978 8.80 927.97 
1979 9.20 1013.99 
1980 9.21 972.15 
1981 13.18 1230.41 
1982 18.23 1856.72 
1983 23.15 2222.51 
1984 26.26 2789.94 
1985 27.51 3315.00 
1986 27.86 5039.56 
1987 27.91 5885.00 
1988 29.64 6970.00 
Source : 1. 'J'lie Hindu Survey of Ipdian Industry, Madras, 1988, p. 107. 
2. O.N.G.C. Reporter, Dehradun, Jan. - June 1988, p. 16. 
3. The Economic Times, New Delhi, April 1989, p. 1. 
Table No. 4 reveals O.N.G.C.'s production of crude oil and natural 
gas from 1974 to 1988. In 1974 the crude oil and natural gas production 
were 4.43 million tonnes and 570.43 million cubic metres. It again 
rose to 5.19 million tonnes and 661.11 million cubic metres in 1975. 
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In 1976 and 1977 it was 5.71 million tonnes mid 7.47 million tonnes 
and 681.28 million cubic metres and 728.17 million cubic metres. In 
1978, 1979 and 1980 the crude oil production and natural gas was 8.80 
million tonnes, 9.20 million tonnes oc 9.21 million tonnes, and 927.97 million 
cubic metres, 1013.99 million cubic metres and 972.15 million cubic 
metres respectively. Again it rose to 13.18 million tonnes and 1230.41 
million cubic metres in 1981. It went up from 18.23 million tonnes 
and 1856.72 million cubic metres in 1982 to 23.15 million tonnes and 
2222.51 million cubic metres in 1983. It was 26.26 million tonnes and 
2789.94 million cubic metres in 1984. Again it rose to 27.51 million 
tonnes, and 27.96 million tonnes, and 3315.0 million cubic metres and 
5039.56 million cubic metres in 1985, 1996 and 1988, O.N.G.C.'s production 
of crude oil and natural gas went up to 29.64 million tonnes and 6970.0 
million cubic metres as compared to 27.91 million tonnes and 5885.0 
million cubic meters in 1987. The crude oil and natural gas production 
from 1974 to 1980 increased at a very slow rate. But it rose to repidly 
from 1981 to 1984 but crude production became stagnant from 1985 
to 1987. O.N.G.C. plan for 1989-90 is to raise the output of crude 
oil natural gas further to 31.61 million connes and 8640.0 million cubic 
metres respectively. 
It is concluded that the production of crude oil has been increasing 
but at a slow rate of growth. Natural gas production performance 
was better than crude oil production. Bombay High Oil and gas was 
1. The Economic Times, New Delhi, April 24, 1989, p. 1. 
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discovered in 1966 and commercial production of crude oil begun in 
1976-77. In 1988-89, production of crude oil from this field was 19.00 
million tonnes. It was about 70 percent of the total production o[ 
crude oil of the country in this year. Gandhar has emerged as one 
of the most promising discoveries of Sixth Plan after Bombay High 
which was discovered in March 1984. The field could have an ultimate 
2 
potential of about 4 to 5 million tonnes of oil per annum. 
Table No. 5 
O.N.G.C.'s curde oil production offshore and onshore 
(Million tonnes) 
year Offshore 
produc-
tion 
1980-81 4.98 
1981-82 7.98 
1982-83 12.88 
1983-84 17.39 
1984-85 20.14 
1985-86 20.82 
1986-87 20.22 
1987-88 20.16 
Source : O.N.G.C. 
1. Eapen Thomas 
Growth 
rate of 
offshore 
(in %) 
-
60.24 
61.40 
35.01 
15.18 
3.38 
- 2.88 
- 0.29 
Reporter, 
, Private 
New Delhi, March 6-19, 
Onshore 
produ-
ction 
4.23 
5.20 
5.35 
5.75 
6.12 
6.69 
7.64 
7.75 
Dehradun, Jan 
Growth 
rate of 
onshore 
(in %) 
-
22.93 
2.88 
7.47 
6.43 
9.31 
14.20 
1.44 
Total 
9.21 
13.18 
18.23 
23.15 
26.26 
27.51 
27.86 
27.91 
- June 1988, p. 16. 
Growth 
rate of 
total 
(in %) 
-
43.10 
38.32 
26.98 
13.43 
4.75 
1.27 
0.18 
Sector at the Threshold, Business India, 
1989, p. 55. 
2. Col. S.P. Wahi, 'Oil Scene in India', Indian and Forei gn Review, 
New Delhi, Novemebr 15, 1987, p. 8. 
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Table No. 5 shows the O.N.G.C. crude oi l production both offshore 
Qiid onshore with its growth rutcs from 1980-81 to 1987-88. In 1980-81 
the offshore and onshore production was 4.98 mil l ion tonnes and 4.23 
mil l ion tonnes. Again i t rose to 7.98 mil l ion tonnes and 5.20 mi l l ion tonnes 
in offshore and onshore in 1981-82 and their growth rates were 6.24 percent 
and 22.93 percent from its previous year 1980-81. Crude oi l production 
offshore and onshore were 12.88 mil l ion tonnes and 5.35 mi l l ion tonnes 
respectively in 1982-83 which increased by 61.40 percent and 2.88 percent 
f rom the previous year 1981-82. In 1983-84 the offshore and onshore 
crude o i l production were 17.39 mil l ion tonnes and 5.75 mil l ion tonnes and 
increased by 35.0 percent and 7.47 percentt from the previous ear 1982-83. 
Offshore crude oi l production were 20.14 mil l ion tonnes and 20.82 mi l l ion 
tonnes respectively in 1984-85 and 1985-86 and increased by 15.81 percent 
and 3.38 percent from its previous year 1983-84 and 1984-85. Onshore crude 
oi l production were 6.12 mil l ion tonnes and 6.69 mi l l ion tonnes respectively 
in 1984-85 and 1985-86 and increased by 6.43 percent and 9.31 percent from 
its previous years 1983-84 and 1984-85. Again offshore crude oi l production 
were 20.22 mil l ion tonnes and 20.16 mil l ion tonnes in 1986-87 and 1987-88, 
and onshore crude oi l production were 7.64 mil l ion tonnes and 7.75 mi l l ion 
tonnes respectively during this period. The growth rate of ofsliore came down 
to 2.88 percent and 0.29 percent respectively in 1986-87 and 1987-88 while 
the growth rate of onshore increased by 14.20 percent and 1.44 percent 
respectively in 1986-87 and 1987-88 from its previous years 1985-86 
and 1986-87. The to ta l crude oi l production was 9.21 mi l l ion tonnes in 
1980-81 and increased to 13.18 mil l ion tonnes in 1981-82. Again i t rose to 
18.23 mil l ion tonnes, 23.15 mil l ion tonnes and 26.26 nul l ion tonnes in 1982-83, 
1983-84 and 1984-85. The growth rattes were 38.32 percent, 26.98 percent 
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and 13.43 poreeiit in 1982-83, 1983-84 and 1984-85. In 198r)-8(), l98t;-87 
ond 1987-88 the crude oil production were 27.51 million tonnes, 27.86 
million tonnes and 27.91 million tonnes respectively, it was around 27.0 
million tonnes which stagnated from 1985-86 to 1987-88. The growth 
rates were 4.75 percent, 1.27 percent and 0.18 percent in 1985-86, 
1986-87 and 1987-88. 
It is concluded that the offshore crude oil production was 
not satisfactory from 1984-85 to 1987-88 because it was constant around 
20.0 million tonnes during this period. But it has a lion's siiare in total 
crude oil production in O.N.G.C. The total crude oil production was 
around 27.0 million tonnes constant from 1985-86 to 1987-88. It reveals 
the O.N.G.C. performance was not satisfactory and can not fulfil or 
meet the country crude oil demand in future at this trend. 
Table No. G reveals O.N.G.C. Liquified Petroleum Gas (L.P.G.) 
production from 1981 to 1988. In 1981 L.P.G. production was only 
0.73 lakh tonnes. Again it rose to 1.61 lakh tonnes, 1.96 lakh tonnes 
and 2.42 lakhs tonnes in 1982:,. 1983 and 1984. It was 3.21 lakhs tonnes, 
and 4.51 lakhs tonnes in 1985 and 1986 respectively. It v;ent up from 
5.09 lukhs tonnes in 1987 to 6.74 lakhs tonnes in 1988. In 1981 the 
growth rate was 120.55 percent from the previous year 1980. Again 
in 1988 the growth rate of L.P.G. production 3242 percent. It is concluded 
that the L.P.G. production growth rate was satisfactory except in 1987 
which was only 12.86 percent from its previous year 1986. 
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TABLE No. ( 
L.P.G. ProducLioii in O.N.G.C. 
(In Lakh Tonnes) 
Years 
1981 
1982 
1983 
1984 
1985 
1986 
1987 
1988 
Production 
.73 
1.61 
1.96 
2.42 
3.21 
4.51 
5.09 
6.74 
Growth(rate in 1) 
-
120.55 
21.74 
23.47 
32 64 
40.50 
12.86 
32.42 
Source : 1. O.N.G.C.Reporter, Dehradun,Jan-June,1988,p.l7. 
2. Ihe Economic Times, New Delhi,Apr11 24,1989, p.l, 
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Table No. 7 
SAIJ-S ( Rcvcmies ) 
(Rs. cToros) 
Years Sales Growth Rates {%) 
1974 143.63 
1975 168.80 17.52 
1976 200.88 19.04 
1977 298.08 48.39 
1978 382.56 28.34 
1979 436.53 14.10 
1980 451.83 3.50 
1981 1348.49 198.45 
1982 2401.63 78.09 
1983 3472.83 44.60 
1984 4034.98 16.18 
1985 4387.92 8.75 
1986 5627.39 28.25 
1987 5950.01 5.73 
1988 7268.00 22.15 
Source : 1. Annual Report of O.N.G.C, 1982-83, Dehradun, p. 6. 
2. The Hindu Survey of Indian Industry, Madras, 1965, p. 107. 
3. O.N.G.C. Reporter, Dehradun, Jan - June 1988, p. 17. 
4. The Economic Times, New Delhi, April 24, 1989, p. 1. 
Table No. 7 shows the sales from 1974 to 1988. In 1974 the 
sale was Rs. 143.64 crores. In 1975 it rose to Rs. 168.80 crores. In 
1976 and 1977 it rose to Rs. 200.88 crores respectively. Again it rose 
to Rs. 382.56 crores and Rs. 436.53 crores in 1978 and 1979. It went 
up to Rs. 451.83 crores and Rs. 1348.49 crores in 1980 and 1981. In 
1982 and 1983 it was Rs. 2401.63 crores and Rs. 3472.83 crores respectively. 
Again it rose to Rs. 4034.98 crores, Rs. 4387.92 crores and Rs. 5627.39 
crores respectively in 1984, 1985 and 1986. It went up from Rs. 5950.01 
crores in 1987 to Rs. 7268.0 crores in 1988. In 1977, 1978, 1981, 1982, 
1983, 1986 and 1988 growth rate was higli. But it was very small about 
3.5 percent in 1980. It is concluded that the sale was always increasing 
from Rs. 143.68 crores in 1974 to Rs. 7268.00 crores in 1988. 
Table No. 8 
O.N.G.C. Net Profit 
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Year 
1974 
1975 
1976 
1977 
1978 
1979 
1980 
1981 
1982 
1983 
1984 
1985 
1986 
1987 
1988 
Net Profit 
( Rs. in crores ) 
24.47 
49.22 
23.91 
38.03 
51.72 
72.52 
55.23 
46.57 
375.54 
692.87 
805.66 
882.41 
1328.47 
1505.0 
1653.97 
Growth Rates (%) 
101.14 
51.42 
59.05 
35.99 
40.21 
- 23.84 
- 15.67 
706.39 
84.50 
16.28 
9.53 
50.55 
13.29 
9.90 
1. Business updata, Nev/ Delhi, May 7-20, 1988, p. 33. 
2. The Economic Times, New Delhi, May 5, 1989, p. 7. 
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It earned net profit of Rs. 1653.97 crores in 1988 against 
Rs. 1505.0 crores in 1987. During 1976, 1980 and 1981 the net profit 
was not satisfactory because it had a negative trend from the previous 
years. The maximum amount of net profit went up in 1982 which was 
Rs. 375 crores and its growth rate was 706.39 percent from the previous 
year 1981. The growth rates were 84.50 percent, 16.28 percent, 9.53 
percent and 50.55 percent in 1983, 1984, 1985 and 1986 respectively. 
Again it declined from 50.55 percent in 1986 to 13.29 percent in 1987 
and 9.90 percent in 1988 from the previous year 1987. 
Table No. 9 
Total Expenditure and Internal Generated Resources of O.N.G.C. 
Year Expenditure Internal Resources Share of Internal 
(Rs. in crores ) ( Rs. in crores ) resources of total 
expenditure (in %) 
1.83 7.70 
9.28 31.21 
183.47 63.45 
213.01 45.55 
465.87 53.30 
653.31 46.59 
1212.04 76.07 
1385.93 74.13 
Source : 1. Twenty five years of O.N.G.C. Dehradun, 1981, p. 41. 
2. The Hindu Survey of Indian Industry, Madras, 1985, p. 107. 
1963 
1971 
1980 
1981 
1982 
1983 
1984 
1985 
23.77 
29.73 
289.12 
467.59 
874.08 
1402.20 
1593.16 
1869.49 
Table No. 9' shows the total expenditure and internal general 
resources from 1963 to 1985. Expenditure rose to Rs. 23.77 crores 
39 
in 1963, Rs. 9.73 crores in 1971 and Rs. 289.12 crores in 1980, Again 
it rose to Rs. 467.59 crores in 1981, Rs. 874.08 crores in 1982 and 
Rs. 1402.20 crores in 1983. It was Rs. 1593.16 crores in 1984 and 
Rs. 1969.49 crores in 1985. In 1963, O.N.G.C. met only 7.70 percent 
of its expenditure through its internal resources. In 1971, this percentage 
was 31.12. In 1980 internal resources were Rs. 183.7 crores, which 
was 63.45 percent of total expenditure. This percentage of internal 
resources declined to 45.55 in 1981 when internal resources v;ere Rs. 213.01 
crores. In 1982 internal resources were Rs. 465.87 crores and tlie percen-
tage was 53.30. Again the internal resources generated by O.N.G.C. 
were Rs. 653.31 crores, in 1983, Rs. 1212.04 crores in 1984and Rs. 1385.94 
crores in 1985, and the percentage of internal resources was 46.59 in 
1983 and in 1984 it was 76.07. In 1985 tliis percentage of internal 
resources was 74.13. The above analysis reveals tliat tlie internal resources 
generated by O.N.G.C. were satisfactory. The everage of internal resources 
was 62.98 percent from 1983 to 1985. 
Table No. 10 shows the O.N.G.C. contribution to exchequer 
of the country from 1980 to 1988. It was Rs. 141.35 crores in 1981 
and Centre and the State share was Rs. 127.69 crores and Rs. 13.66 crores 
rcspcclivcly. In 1981, 1982 and 1983 It was lis. 512.!)'1 i-vovrs, IJH. 1022.0 
crores and Rs. 1853.98 crores, respectively. The centre share was Rs.433.24 
crores, Rs. 909.02 crores and Rs. 1743.666 crores in 1981, 1982 and 1983 
and the state share was Rs. 109.70 crores, Rs. 112.98 crores and Rs.110.32 
crores for the same period. Again it rose to Rs. 1987.07 crores, 
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Table No. 10 
CONTRIBUTION TO EXCHEQUER { Rs, erores ) 
Year Central State Total Growth Rate (in %) 
1980 127.69 13.66 141.35 
1981 433.24 109.70 542.94 284.11 
1982 9099.02 112.98 1022.0 88.23 
1983 1743.66 110.32 1853.98 81.40 
1984 1847.29 139.78 1987.07 7.18 
1985 1867.30 384.40 2215.70 11.50 
1986 2785.00 328.00 3113.00 40.50 
1987 28886.37 372.00 3258.37 4.67 
1988 33592.03 401.00 3993.03 22.55 
Source : 1. Business Update, New Delhi, 7-20 May 1988, p. 33. 
2. The Economic Times, New Delhi, 5 Mny, 1989, p. 7. 
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Rs. 2215.70 crores and Rs. 3113.0 crores respectively in 1984, 1985, and 
1986. During this period the centre share was Rs. 1847.29 crores, 
Rs. 1867.30 crores and Rs. 2785 crores and the state share was Rs. 139,78 
crores. Rs. 348.40 crores and Rs. 328 crores respectively. It went up from 
Rs. 3258.37 crores in 1987 to Rs. 3993.03 crores in 1988. The centre 
share was Rs. 2886.37 crores and Rs. 3592.02 crores in 1987 and 1988 
and the state share was Rs. 372.0 crores and Rs. 401.0 crores also 
for the same period. The growth rate was 284.11 percent, 88.23 percent, 
81.40 percent and 7.18 percent in 1981, 1982, 1983 and 1984. It was 
11.50 percent, 40.50 percent, 4.67 percent and 22.55 percent respectively 
in 1985, 198(5, 1987 and 1988. The growth rate was high in 1981, 1982, 
1983, 1986 and 1988. It was very low in 1984, and 1987. 
Overseas Operations : 
O.N.G.C, is providing assistance and cooperation to many countries 
abroad. It has finalised an exploration and service agreement with 
Iraq, Iraq was the first foreign country where O.N.G.C. bagged a contract 
to explore, develop and exploit hydrocarbon on land. Seismic field work 
was started on March 19th, 1974 . O.N.G.C. entered into contract 
with the Government of Tanzania for drilling a well at the Songo-Songo 
2 island. O.N.G.C. started drilling at Songo-Songo on 18th June 1976. 
A consultancy contract was signed with Abu Dhabi Natio/iaJ Oil Company 
on 29th January 1981 for undertaking a geological study of Jurassices 
field.^ 
1. Twenty Five years of O.N.G.C, Dehradun, 1981, p. 19. 
2. Ibid. P. 20. 
42 
A contract with Cylone Development Corporation for undertaking 
prospects evaluation of offshore basines of palk-strait-palk Bay and 
Gulf of Mannar of Shri Lanka was signed in 1984. Commission has 
undertaken the responsibility for oil exploration in offshore Vietnam 
as part of a big economic package agreement. 
The concept of 'cooperatives' has been introduced by O.N.G.C. 
in the organisation for improvement of productivity and efficiency. 
O.N.G.C. is a highly technological organisation. The objective of introducing 
the cooperatives in the commission is the only core activity in exploration, 
drilling and will be taken up by Commission leaving the other activities 
to cooperatives. The cooperative movement launched in 1985 has gained 
satisfactory results in' the Commission. 40 cooperative societies were 
2 
working with 661 members in the commission in 1988. The cooperative 
societies are working in low technology areas like short hole drilling, 
mud services, workover rig operations, transportation, topographic surveying, 
house-keeping and guest house services, etc. Retired employees of 
O.N.G.C. and unemployed youth form such cooperatives in identified 
areas for providing services to O.N.G.C. 
O.N.G.C.'s contribution to the industries in our country has 
multiplier effect. Any subsequent investment in O.N.G.C. is bound 
to have considerable multiplier effects and every additional amount 
of investment provides direct and indirect employment opportunities. 
It is now a symbol of 'mother industry' in the economic infrastructure 
of India. It assists the other major, small and medium scale industries 
1. The Times of India, New Delhi, November 28, 1985, p. 1. 
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by providing fuels, and feed stocks. O.N.G'.C. is generating employment, 
not only through its expansion, but also through a large number of other 
industries such as transport, automobile industry, fertiliser projects, 
refineries, petroleum-based industries besides the domestic gas and L.P.G. 
and Chemical product Industries. The Commission provides employment 
opportunities either direct or indirecct to over 3 lakhs persons in the 
country. 
It has also contributed to the development of villages and 
towns by constructing new roads, residential colonies and communication 
systems. O.N.G.C. is now one of these public sector corporations which 
have emerged as economically viable public sector undertakings in India. 
Due to the industrial growth and development of the means of transportation 
which is known as the life-line of a country, the demand for petroleum 
products is also increasing at a faster rate. The O.N.G.C. is now engaged 
in bridging this oil gap. 
CONCLUSION 
Energy is playing very important role in industrialization and 
economic development of the country. Energy is derived from two 
sources and generally it is classified as commercial sources and non-
commercial sources. Commercial enei-gy sources include oil, gas, coal, 
hydro and nuclear, etc., and non-commercial energy sources include 
agricultural products and animal wastes etc. Among the commercial 
energy source, the consumption of oil is continuously increasing in India. 
1 The Timoc nf InHio Mpw Dplhi. Dpnpmhpr 17. 1988. D. 4. 
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First of all oil was found in India at Uigboi in Assam in 1889. liefore 1956, 
India was fully dependent on import of oil, because the country's resources 
were not exploited due to lack of finance and skilled manpower. Rapid 
industrialisation and faster development of the country required to explore 
indigenous oil resources. The oil and Natural Gas Commission (O.N.G.C.) 
was formed in 1956 for oil exploration and natural gas in the country, 
O.N.G.C. has the following objectives. 
1. Self reliance in oil . 
2. Self reliance in technology. 
3. Promoting indigenous efforts to achieve self-reliance in oil related 
equipment, materials and services. 
4. Assist in conservation of oil and in making a more efficient use 
of energy and development of alternate source of energy. 
5. Environment protection. 
6. To mak&tlong term planning for oil self-sufficiency. 
7. Price fixation and marketing of oil and natural gas produced by 
itself. 
8. obtaining its share in the world oil market. 
9. Generation and maximisation of internal financial resources for 
its own growth and development. 
10. To make regular efforts for new exploration areas. 
11. To achieve maximisation of the rate of return on investment. 
12. Development of skilled manpower like Geologists, Engineers, Scientists 
and Managers etc., who are related to oil exploration activities. 
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But it achieved self-sufficiency in oil to the extent of only 
62 percent in 1987. India has to import oil to meet excess demand 
of oil. The import of oil has increased the import bill vvhicli has created 
the problem of unfavourable balance of payment and inflationary pressure 
on economy. 
The total area of sedimentary rocks in India is about 17,20,000 
square Km. The total sedimentary rocks have been devidcd into 26 
basins. India has the geological reserves of oil of about 12,700 million 
tonnes. The offshore and onshore reserves are 8,700 million tonnes 
and 4000 million tonnes respectively. Soviet geologists Prof. E. Tagiyeeu 
and Prof. N. Kalineen and their Indian Collegues R.K. Gose, N.P. Das, 
Negi, Sengupta and S.N. Talukdar have made major contribution in geological 
surveys. The U.S.S.R. has provided all modern equipment and technology 
to India. 
O.N.G.C. is providing assistance and cooperating to other countries 
in the field of oil exploration like Iraq, Vietanam and Sri Lanka etc. 
O.N.G.C. has its own equipment which operate in oil exploration like 
seismic vessels, drilling ships, jackup rigs, multisupport vessels, and 
helicopters, etc. The Commission provides employment opportunities 
either direct or indirect for over three lakh people in'the country. The 
Commission has also encouraged domestic industries to manufacture 
oil related equipment. Several public enterprises like Mazagon Docks 
Limited (MDL), Bharat Heavy Electrical Limited (BIIEL), Goa Shipyard, 
Garden Shipbuilders, Hindustan Petroleum Corporation Limited (BPCL) 
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are supplying more than 50 percent of oil related equipments to O.N.G.C. 
This is all due to the effort of O.N.G.C. to indigenise oil equipments, 
mcterials and services, etc. and to save foreign exchange for tlie country. 
The new concept of cooperatives and ancillarics lias been introduced 
in the Commission because it is a high technology organisation, so that 
only important or core activities are performed by the Commission, 
liice exploration, drilling and production, etc. The other activities are 
performed by the cooperatives and ancillary bodies. The cooperatives 
and ancillaries are formed by retired employees of the Commission 
and unemployed youth. 
The O.N.G.C.'s crude oil production and natural gas were 29.64 
million tonnes and 6,970 million cubic meters in 1988. Liquified Petroleum 
Gas (LPG) production was 6.74 lakhs tonnes in 1988. The sales and 
net profit were Rs. 7,268 crores and Rs. 1653.97 crores in 1988. O.N.G.C. 
Contribution to national exchequer was Rs. 3993.03 crores in 1988, 
out of it the centre and the state sh&res were Rs. 3,592.03 crores and 
Rs. 401 crores respectively. 
To conclude, the O.N.G.C. has failed in acliieving self-sufficiency 
in crude oil and petroleum products because its crude oil production, 
i.e. around 27 million tonnes has stagnated from 1985 to 1987. But 
crude oil consumption increased from 45.3 million tonnes in 1985 to 
48.46 million tonnes in 1987. Self sufficiency declined from 68 percent 
in 1984 to 62 percent in 1987. Tlie O.N.G.C. is moving away from 
its objective of self-reliance in oil consumption in the country. 
******* 
C H A P T E R - II 
ORGANISATIONAL STRUCTURE OF OIL & NATURAL GAS 
COMMISSION (O.N G C. ) 
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CHAPTER - 11 
ORGANISATIONAL STRUCTURE OF O.N.G.C. 
The preceding chapter consists of a historical development 
of the Oil and Natural Gas Commission. It has described the objectives 
of O.N.G.C. It has also discussed oil fields newly discovered, geological 
surveys, marine surveys, overseas operations, exploration and development, 
drilling, production of oil and natural gas, sales, net profit and financial 
position of O.N.G.C. In this chapter, an alteiiipt hus been made to 
discuss the organisational structure of O.N.G.C. It has also described 
the composition of the Commission and assessed the organisational effective-
ness through clear objectives, authority and responsibility, communication, 
decentralisation and centralisation, manpower development, leadership 
style and social responsibility. 
Organisation, generally, means a form of human association 
for the achievement of common goals. Organisation structure has been 
playing a very important role in every walk of life. Good management, 
therefore, always concentrates on organisation and directing the co-operative 
efforts of human beings so as to achieve the best possible results. 
Organisation is the backbone of tlie mnnngcmcnt and without its pi'opcr 
care at higher, middle and lower levels of administration, it would be 
very difficult for management to manage the organisation. It is the 
mechanism through which management functions and controls the enterprise. 
It is really the foundation of management. Development of human 
resources is possible through it. Ditermination and grouping of activities. 
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nllocation of responsibility /uul dolog/ttion of /mllioiily 'md division of 
labour nre possible through organisation which is very ini[)()rtant for 
the smooth functioning of the enterprise as well as the society. 
It is formed to assemble and arrange the necesary resources, 
viz, men, money, materials machines and methods, so that the objectives 
of the enterprise can be easily achieved. Organisation lays the basis 
for other managerial functions such as planning, co-ordinating, direction 
and control. Organisation can meet any kind of human needs, social, 
emotional, spiritual, intellectual and economic. Argyris describes the 
importance of organisation saying that organisations are usually formed to 
achieve objectives that can best be achieved collectively. 
Organisation is as old as civilization. Indian civilization is 
probably older than the Egyptian, the Syrian and the Chinese. The 
Aryans lived in well-planned villages. Life in the village was organised 
2 
on a functional basis. The existance of the spirit of organisation was 
present in every old civiliation. Pyramids of Egypt and Hanging gardens 
of Babylon could not be possible without a good organisation and division 
of labour. Roman Church administration was also a symbol of organisation. 
Generally, the term 'orguiiisfl'ion' nv-'^ .ns an organisation structure 
which consists of the, (1) division of labour and division of activities. 
1. Cheris Argyris, Integrating Individual Organisation, New York, 
John Vl/iley, 1964, p. 35. 
2. Editorial, 'A Bird's Eye-View of Indian History' Competition Adviser, 
New Delhi April, W84, p. 8. 
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(2) determination of responsibilities, (3) delcf^ntion of authority, 
(4) co-ordination of different activities, (5) effective communication 
and flexibility. 
Organisational Structure : 
The word 'Organisation' is also used in the sense of a structure of 
relationships. These relationships are among various positions and jobs 
in the organisation. The concept of organisational structure is somewhat 
abstract and illusive. In a simple sense, organisational structure means 
the predetermined pattern of relationships among various components 
or parts of the organisation. Structure prescribes the relationship among 
various positions, activities, authority and the responsibility conferred 
on each. Structure in modern organisations is designed even before 
people are appointed to fill up various positions in it. Organisational 
structure is the basis of an enterprie. 
Strauss and Sayles have defined organisational structure as 
more than a series of inter-connected boxes and lines on a chart. 
Organisational structure is a pictorial representation of the physical 
constitution of the business. This consists of the structure of relationships, 
responsibilities and authorities through which a business can achieve 
its objectives. The organisational structure also comprises the formal 
communication network of the business through which decisions and 
instructions flow downwards and reports flow upwards as feedback for 
1. Strauss and Sayles, Personnel -. The Human Problems of Management, 
Prentice-Hall, New Delhi, 1968, p. 365. 
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niQiingcriQl control. There ore so mniiy types of org/ini.sntioiiol .structures 
viz. functional types, line types, line and staff type, and matric structure. 
Every form of organisational structure has its own merits and demerits. 
A sound organisational structure provides clear-cut autliority 
and responsibility which is helpful for smooth running of the enterprise. 
Effective and quick communication is possible through a sound organisational 
structure, which is useful in decision making and creating high morale 
of the people. An organisational structure provides leadership styles 
for the enterprise which facilitates the enterprse. 
O.N.G.C. Organisational Structure : 
O.N.G.C. began as a subordinate office of the Government 
of India. It was headed by a part-time chairman who was a central 
Government Minister. There were two members - Member (Technical) 
and Member (Finance), two directors, one for Geology and another for 
Geophysics, and an officer on special duty for drilling and engineering 
service. As the activities of the organisation expanded, a full time 
Chairman was appointed in 1965. That was when exploration was 
taking place on large areas onshore and it was extended into the 
shallow waters of the Gulf of Combay. The major organisational changes 
took place in 1975 as suggested in the Malaviya Committee Report. 
A major change under this set up was the appointment of two exclusive 
members for the operation onshore and offshore. 
1. Twenty Five Years of O.N.G.C. Pub. Dehradun, 1981, pp. 5,6. 
2. Ibid. 
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In addition, an institute of Rservior studies wus established at 
Ahmadabad. Overseas operation was placed under the charge of a General 
Manager. 
It is, however, necessary to bear in mind that a change in 
the organisational structure by itself does not guarantee better co-
ordination or better management. The structure provides only a f'runie-
work and an opportunity. But what we need really is the people with 
right vision and right calibre to achieve the desired objective. 
It is really surprising the O.N.G.C. has been able to achieve 
a great success in making the country self-reliant, in the petroleum 
requirements of the country to a great extent in such a short period 
of its operation. This outstanding success is partially a result of ambitious 
men who are engaged in O.N.G.C. and their tireless efforts, zeal in 
the production, and partially to sound organisation and administrative 
structure, which ensures quick decision making and effecient planning. 
O.N.G.C. is a public corporation which is governed and managed 
by parliament through its executive and related ministry and giving 
aiilonoirioas powfM'.s in the hands of (wcfiilivc. Ihr IIKIIM soiiici' of 
planning is the Ministry of Petroleum and Chemicals which is headed 
by a cabinet rank minister. He is assisted by a Deputy and a State 
Minister each with his/her respective secretaries. They take decisions 
1. K.K. Jain, 'Organisation structure of the Public Sector Iron and 
Steel Industry, Changes and impact. Lok Udyog, July 1981 p. 56. 
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Qiid formulate the different aspects of oil policy, project the future 
requirements of petroleum products in the country, formulate the budget 
to meet the needs of production planning and procurement of crude 
oil, etc. 
O.N.G.C. has adopted a functional organisational structure. 
The main authority is a chairman. The management of the Commission 
lies in the hands of its eight members of different fields and various 
directors working under them. The O.N.G.C. Act passed three years 
after the L.I,C. Act, provides for a minimum of tv;o members and maximum 
of eight members. 
COMPOSITION OF THE COMMISSION (As on 1.4.1989)^ 
1. Chairman 
2. Vice Chairman 
3. Member (Drilling) 
4. Member (Personnel) 
5. Member (Natural Gas) 
6. Member (Exploration) 
7. Member (Technical) 
8. Member (Finance) 
9. Member (Part time) 
10. Member (Part time) 
The Commission with its headquarter at Dehradun is headed 
by the Chairman and a Vice Chairman with the members as its executive 
heads. At present (as on 31.4.89) it consists of a Chairman, a Vice 
1. Laxmi Narain, Principles and Practice of Public Enterprise Management 
Sultan Chand and Company Ltd., New Delhi, 1986, p. 153. 
2. Personnel and Administration Annual Report of O.N.G.C, Dehradun 
1987-88, p.3. 
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Chairman and 8 members. Out of eight membei's, there are six full 
time and two part time members. The full time members hold charge 
of functions relating to personnel, drilling, natural gas, exploration, 
finance and technical metters. 
The Chairman is the chief decision-making person for all important 
matters like expansion, production, acquisition of new platforms, personnel 
finance, materials and exploration. Vice Chairman assists the ciiairman 
and performs the duties of chairman his absence. Tiie various regional 
directors, group general managers, general managers and deputy general 
managers are working under members. The Commission shall generally 
meet once in every two months at Dehradun or at any regional office 
of the Commission in India. The time, place and date of the meeting 
shall be notified by the Secretary with the prior approval of the Chairman. 
In the absence of Chairman any member can preside the meeting but 
he/she will be chosen by the members from amongst themselves. The 
quorum to constitute a meeting of the Commission shall be one third 
of the total number of members of the Commission for the time being 
or two such members which ever is higher. The secretary prepares 
agenda and notes of the every meeting in consultation with the Chairman. 
The agenda and notes for every meeting shall generally be circulated 
to the Chairman and Members at least 7 days before the date o{ the 
2 
meeting. The secretary drafts minutes of the meeting of the Commission, 
minutes includes, the names of the members present in meeting and 
1. O.N.G.C. Regulations, Tel Bhavan, Dehradun, 1987, p. 1.2 ^^  
2. Ibid, p. 1.'2 
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resolution passed by the meeting and also submitted to the Chairman 
P 
for approval. After aproval of the Chairman, minutes shall be recorded 
in the Minute Book in accordance with the provision of these regulations. 
The books containing minutes of the meeting shall be kept at the Head 
office of the Commission at Dehradun. Copies of the minutes shall 
be sent to the Government by the Secretary. 
REGIONAL DIRECTORS / GROUP GENERAL MANAGERS / GENERAL 
MANAGER / DEPUTY GENERAL MANAGERS EQUIVALENT DIRECTORS 
(BUSINESS GROUPWISE) (AS ON 1.4.1989)^ IN THE COMMISSION 
SI. No. Designation Place of posting 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
REGIONAL DIRECTORS 
Regional Director.;/Group General Manager 
(HID 
Regional Director 
Regional Director 
Regional Director 
Regional Director 
Regional Director 
Uegionul Director/Director (IPH) 
Regional Director 
New Delhi 
WRBC, Baroda 
CRBC, Calcutta 
NRBC, Jammu 
EKBC, Nazira 
SRBC, Madras 
KDMIl'E, Dehradun 
Bombay 
1. Personnel and Administration Annual Report of O.N.G.C. Dehradun, 
1987 - 88, pp. 83 to 90. 
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SI. No. Designation Place of Posting 
GROUP GENERAL MANAGERS 
1. Group General Manager (Constn.) 
2. Group General Manager (M) 
3. Group General Manager (P) 
4. Group General Manager (F) 
5. Group General Manager (P) 
6. Group General Manager/Director (II)T) 
7. Group General Manager (iO 
8. Group General Manager (F) 
9. Group General Manager (E) 
10. Group General Manager (E) 
Bombay 
Dehradun 
Bombay 
Dehradun 
Bombay 
IDT, Dcliradun 
Bombay 
Baroda 
Baroda 
Bombay 
GENERAL MANAGERS (BUSINESS GROUPWISE) 
Drilling Business Group 
1. General Manager (Drilling) 
2. General Manager (Drilling) 
3. General Manager (Drilling) 
4. General Manager (Drilling) 
Nazira 
Baroda 
Bombay 
Bombay 
Exploration Business Group : 
5. General Manager (PP and RA) 
6. General Manager (GEOPIC) 
7. General Manager (Geology) 
Madras 
Dehradun 
Bombay 
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8. General Manager (Logging 
9. General Manager (Geoph.) 
10. General Manager (Geology 
11. General Manager (Geoph.) 
12. General Manager (Geology) 
13. Director (IRS) 
14. General Manager (Geophy.) 
15. General Manager (Geophy.) 
16. General Manager (Geology) 
Bombay 
Jorhat 
Nazira 
Bombay 
Deputation (P and NG), 
Delhi 
Ahmedabad 
Baroda 
KG Project,Rajahmundry 
C'aleulla 
Operationals Business Group : 
17. General Manager (Prodn.) 
18. General Manager (Prodn.) 
19. General Manager (WSS) 
20. General Manager (Prodn.) 
21. General Manager (Prodn.) 
Bombay 
Bombay 
Baroda 
Dehradun 
Ilnzira (Surnt) 
PP and RA - Perspective Planning and Resource Appraisal 
GEOPIC - Geodata Processing and Interpretation Centre 
WSS - Well Stimulation Services 
HIS - Institute of Reservoir Studies 
IPT - Institute of Petroleum Technology 
GENERAL MANAGERS (BUSINESS GROUPWISE) 
Technical Business Group : 
22. General Manager (Logistics) Bombay 
23. General Manager (Constn.) Bombay 
24. General Manager (MM) Bombay 
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25. General Manager (Tech.) 
26. General Manager (Tech.) 
27. General Manager 
28. General Manager (T and S) 
29. General Manager 
30. General Manager (Civil) 
31. General Manager (Tech.) 
32. General Manager (Overseas Ops.) 
33. General Manager (Tech.) 
Bombay 
Baroda 
Cachar Project, Silchar 
West Bengal Project, 
Calcutta 
Rajasthan Project, 
Jodtipur 
Dcliradun 
Calcutta 
Dehradun 
Nazira 
Support Services Group 
34. 
35. 
36. 
37. 
38. 
39. 
40. 
41. 
42. 
General 
General 
General 
General 
General 
General 
General 
General 
General 
Manager (F and A) 
Manager 
Manager (Personnel) 
Manager (F and A) 
Manager (Administration) 
Manager (P and A) 
Manager (P and A) 
Manager (P and A) 
Manager (HRG) 
Nnzira 
Tripura Project 
Dehradun 
Bombay 
Dehradun 
Bombay 
Baroda 
Na/ira 
Dehradun 
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DEPUTY GENERAL MANAGER (BUSINESS GROUPWISE) 
(As on 1.4.1988) 
SI. No. 
Drilling 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
14. 
15. 
16. 
17. 
18. 
1 
Business Group : 
Deputy 
Deputy 
Deputy 
Deputy 
Deputy 
Deputy 
Deputy 
Deputy 
Deputy 
Deputy 
Deputy 
Deputy 
Deputy 
Deputy 
Deputy 
Deputy 
Deputy 
Deputy 
General 
General 
General 
General 
General 
General 
General 
General 
General 
General 
General 
General 
General 
General 
General 
General 
General 
General 
[Resignation 
Manager 
Manager 
Manager 
Manager 
Manager 
Manager 
Manager 
Manager 
Manager 
Manager 
Manager 
Manager 
Manager 
Manager 
Manager 
Manager 
Manager 
Manager 
(Drilling) 
(Drilling) 
(Drilling) 
(Drilling) 
(Drilling) 
(Drilling) 
(Drilling) 
(Drilling) 
(Drilling) 
(Drilling) 
(Drilling) 
(Drilling) 
(Drilling) 
(Drilling) 
(Drilling) 
(Drilling) 
(Drilling) 
(Drilling) 
Place of posting 
Bombay 
Janiniu 
Madras 
Baroda 
Calcutta 
Madras 
Nazira 
Dehradun 
Nazira 
Jwalamukhi 
Baroda 
IDT, Dclirndun 
Mehsana Project 
Bombay 
Nazira 
Bombay 
Ahmedabad 
Baroda 
Exploration Business Group : 
19. Deputy General Manager 
20. Deputy General Manager 
Geology) 
Res.) 
Bombay 
Dehradun 
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21. Deputy General Manager (Geopli.) 
22. Deputy General Manager (Geology) 
23. Deputy General Manager (Chemistry) 
24. Deputy General Manager (Res.) 
25. Deputy General Manager (Chemistry) 
26. Deputy General Manager (Chemistry) 
27. Deputy General Manager (Geology) 
28. Deputy General Manager (Wells) 
29. Deputy General Manager (Geology) 
30. Deputy General Manager (Geology) 
31. Deputy General Manager (Geoph.) 
32. Deputy General Manager (Res.) 
33. Deputy General Manager (Geology) 
34. Deputy General Manager (Geoph.) 
35. Deputy General Manager (Chemistry) 
36. Deputy General Manager (Geology) 
37. Deputy General Manager (Res.) 
38. Deputy General Manager (Geology) 
39. Deputy Goncrnl Manager ((Micmislry) 
40. Deputy General Manager (Geology) 
41. Deputy General Manager (Geology) 
42. Deputy General Manager (Geology) 
43. Deputy General Manager (Geoph.) 
44. Deputy General Manager (Geoph.) 
45. Deputy General Manager (Geology) 
Bombay 
Bombay 
Baroda 
IRS, Ahmedabad 
Madras 
('alcuttn 
DV Project, Jorhat 
Baroda 
Dehradun 
Calcutta 
Dehradun 
Dehradun 
Bombay 
Dehradun 
IDT, Dehradun 
Dehradun 
Bombay 
Baroda 
Nn/,irM 
Baroda 
Jodhpur 
Dehradun 
Madras 
Bombay 
Dehradun 
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46. Deputy General Manager (Geology) 
47. Deputy General Manager (Geoph.) 
48. Deputy General Manager (Wells) 
49. Deputy General Manager (Geology) 
50. Deputy General Manager (Geology) 
51. Deputy General Manager (Wells) 
52. Deputy General Manager (Geology) 
53. Deputy General Manager (Geology) 
54. Deputy General Manager (Geology) 
55. Deputy General Manager (Surface) 
56. Deputy General Manager (Geoph.) 
57. Deputy General Manager (Geoph.) 
58. Deputy General Manager (Res.) 
59. Deputy General Manager (Chemistry) 
60. Deputy General Manager (Geology) 
61. Deputy General Manager (Res.) 
62. Deputy General Manager (Geology) 
Dclu-fidun 
Nazira 
Mehsana Project 
Bombayy 
Bombay 
Ahmedabad 
Baroda 
Ahmedabad Project 
Rajahmundry 
Dehradun 
Dehradun 
Madras 
IRS, Ahmedabad 
Bombay 
Madras 
Nazira 
KGC, Madras 
Operations Business Group : 
63. Deputy General Manager (Prodn.) 
64. Deputy General Manager (Prodn.) 
65. Deputy General Manager (Prodn.) 
66. Deputy General Manager (Prodn.) 
67. Deputy General Manager (Prodn.) 
68. Deputy General Manager (Prodn.) 
Baroda 
Bombay 
IPT, Bombay 
Ankleshwar Project 
Bombay 
Baroda 
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Technical Business Group : 
69. Deputy General Manager (Mech.) 
70. Deputy GcncrQl Mnnngcr (S atui I') 
71. Deputy General Manager (Elect.) 
72. Deputy General Manager (IMech.) 
73. Deputy General Manager (Mech.) 
74. Deputy General Manager (Logistics) 
75. Deputy General Manager (S and P) 
76. Deputy General Manager (Mech.) 
77. Deputy General Manager (E and T) 
78. Deputy General Manager (MM) 
79. Deputy General Manager (E and M) 
80. Deputy General Manager (C amd M) 
81. Deputy General Manager (E and T) 
82. Deputy General Manager (Mech.) 
83. Deputy General Manager (S and P) 
84. Deputy General Manager (Civil) 
85. Deputy General Manager (Marine) 
86. Deputy General Manager (E and T) 
87. Deputy General Manager (Mech.) 
88. Deputy General Manager (Mech. 
89. Deputy General Manager (E and T) 
90. Deputy General manager (Elect.) 
91. Deputy General Manager (Elect.) 
92. Deputy General Manager (E and T) 
Bombay 
( ' i i lcut ta 
Bombay 
Bombay 
C/Workshop, Nazira 
Bombay 
Nazira 
C/Worksliop, Baroda 
Bombay 
Baroda 
Bombay 
Bombay 
Madras 
Merhsaria Project 
Madras 
Bombay 
Baroda 
Com. Group, Delhi 
Dehradun 
Dehradun 
Baroda 
Nazira 
Bombay 
GEOPIC, Dehradun 
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93. Deputy GGiicrul Muiiugcr (Civil 
94. Deputy General Manager 
95. Deputy General Manager (C and M) 
96. Deputy General Manager (Mcch.) 
97. Deputy General Manager (Elect. 
98. Deputy General Manager (Mech.) 
99. Deputy General Manager (C and M) 
100. Deputy General Manager (Elect.) 
101 Deputy General Manager (MM) 
102. Deputy General Manager (Mecli.) 
103. Deputy General Manager (SEM) 
104. Deputy General Manager (Mech.) 
105. Deputy General Manager (S and P) 
106. Deputy General Manager (C and M) 
107. Deputy General Manager (Elect.) 
108. Deputy General Manager (Civil) 
109. Deputy General Manager (MM) 
|}ai-oda 
lEOT, Bombay 
(MIL (F)cputnlion) 
Bombay 
Hazira (Surat) 
KGC, Madras 
Bombay 
Dehradun 
Bombay 
Baroda 
Deliradun 
Bombay 
Jammu 
Bombay 
Boroda 
Bombay 
New Delhi 
Support Services Group : 
110 . Secretary 
111. Director (S and V) 
112. Deputy General Manager 
113. Deputy General Manager (F and A) 
114. Deputy General Manager (F and A) 
115. Deputy General Manager (F and A) 
116. Deputy General Manager (p and A) 
Dehradun 
Bombay 
New Delhi 
Bombay 
Bombay 
Sibsagar 
Madras 
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117. 
118. 
119. 
120. 
121. 
122. 
123. 
124. 
125. 
126. 
127. 
128. 
129. 
130. 
131. 
132. 
133. 
134. 
135. 
136. 
Deputy General Manager 
Deputy General Manager 
Deputy General Manager 
Deputy General Manager 
Deputy General Manager 
Director (S and V) 
Deputy General Manager 
Deputy General Manager 
Deputy General Manager 
Deputy General Manager 
Deputy General Manager 
Deputy General Manager 
Deputy General Manager 
Deputy General Manager 
Deputy General Manager 
Deputy General Manager 
Deputy General Manager 
Director (CMS-C) 
Deputy General Manager 
Deputy General Manager 
(Legal) 
(P and A) 
(E and S) 
(F and A) 
(F and A) 
(F and A) 
(F and A) 
(P and A) 
(P and A) 
(P and A) 
(F and A) 
(P and A) 
(P and A) 
{F and A) 
(IE) 
(F and A) 
(F and A) 
(Trg.) 
Bombay 
Dehradun 
Dehradun 
Calcutta 
Bombay 
Nazira 
Baroda 
Madras 
Bombay 
Madras 
Baroda 
Dehradun 
Dehradun 
Dehradun 
Bai'odu 
New Delhi 
Madras 
New Delhi 
Baroda 
IMD, Dehradun 
At present (as on 1.4.89). The Commission is working on the 
basis of centralised policy making and decentralised policy at administrative 
level. The four functional business groups set up in the organisation are : 
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1. Exploration Business Group 
2. Drilling Business Group 
3. Operations Business Group 
4. Teclinical Business Group 
Each of these business groups has in built functional, autonomous 
and structural support group for personnel and administration, finance 
and accounts and material management. 
The six regional business centres have also been created in 
the organisation. Each regional centre is under the Control of a Regional 
Director. The overall responsibility for the operations and results of 
the region is on the Regional Director. Tliesc regional centres are 
1 
BRBC Bombay Regional Business Centre. 
ERBC Eastern Regional Business Centre. 
WRBC Western Regional Business Centre. 
SRBCSouthern Regional Business Centre. 
CRBC Central Regional Business Centre. 
NRBC Northern Regional Business Centre. 
given 
1. 
2. 
3. 
4. 
5. 
6. 
1 below : 
Bombay Offshore 
Eastern 
Western 
Sourthern 
Central 
Northern 
1. Op. cit. 1986-87, p. 3. 
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At present Commission has six Research and Development 
Institutes which are as the following. 
Member Incharge 
1. Keshav Dev Malaviya Institute of Member (E) 
petroleum Exploration (KDMIPE), Dehradun 
2. Institute of Reservoir Studies (IRS) Member (E) 
Ahmedabad Institute of Drilling Technology, 
3. (IDT), Dehradun Member (D) 
4. lEOT, Bombay Member (T) 
5. Institute of Petroleum Technology, IPT, Member (NG) 
6. Institute of safety Management and 
Ertvironmcnt Protection, Uoa 
There are 8 Regional Directors and 10 Group Managers in 
the Commission, 4 General Managers in Drilling Business Group, 12 General 
Managers in exploration business group, 5 general managers in operation 
business group, 12 general managers in technical business group and 
9 general managers in support services group, who are engaged in the 
Commission at various work centres and projects. 18 deputy general 
managers in drilling business group, 44 DGMs in exploration business 
group, 6 DGMs in operations business group, 41 DGMs in technical business 
group and 27 DGMs in support services group are working in tlie Commission-
Organisational Chart of Member (personnel) : 
Member (personnel) is the head of the personnel department 
and also the chief decision making person for all significant matters 
like the administration of personnel and related activities. Six General 
Managers, five Deputy General Managers, three Joint Directors, one 
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Additional Director, one Deputy Director and two Senior Deputy Directors 
nro working under hitn. Member (porsonnol) is the /uiminislrativc Member 
incharge of Central Regional Business Centre (C.R.B.C.) Calcutta. General 
Managers of Bombay Regional Business Centre (B.R.B.C), Western Regional 
Business Centre (W.R.B.C.), and Dy. General Managers of Southern Regional 
Business Centre (S.R.B.C.), Northern Regional Business (N.R.B.C.) and 
Joint Director of C.R.B.C. report directly to Member (P) through Regional 
Directors, Additional Director of Hqrs. E.B.G., Deputy Directors of 
Hqrs. T.B.G., O.B.G., Joint Director of Hqurs. D.B.G. and Sr. Deputy 
Director Hqurs. finance report to General Manager (P)/Member (?) through 
Heads of Business Group/Member Concerned. Oiganisational ch/u-t of 
Member (personnel) is also shown in the figure No. 1 
Functionsof Member Personnel of O.N.G.C. : 
The following are functions of the Member Personnel of O.N.G.C, 
1. Planning and Evaluation of Personnel Policies. 
2. Human Resource Management. 
3. Training and Development. 
4. Employee Services and Motivation. 
5. Industrial Relations. 
6. Corporate Planning. 
7. Security. 
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1. Planning and Evaluation of Personnel Policies : 
Under the function of planning and evaluation of personnel 
policies, Member (P) deals with the identification of personnel needs 
and areas for change, planning and designing personnel systems and 
evaluation of personnel programmes and developments of appropriate 
policies. 
2. Human Resource Management : 
Under the function of human resource management, Member(P) 
deals with the following activities : 
1. Forecasting manpower needs. 
2. Recruitment 
3. Selection 
4. Placement 8. Discharge 
5. Transfer 9. Dismissal 
6. Promotion 10^  Resignation 
7. Separations i i . Retirement etc. 
3. Training and Development : 
Under the function of training and devolopincnt, member (P) 
is concerned with the following areas : 
1) Performance appraisal 
2) Operative training 
3) Executive development 
4) Career and succession planning 
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4. Employee Services and Motivation : 
The Member (P) deals with the following areas under the employees 
servsices and motivation functions which are given below : 
1) Wage and salary administration 
2) Incentives - financial and non financial 
3) Social and Psychological needs of employees e.g. 
a) Counselling 
b) Medical services 
c) Recreation ficilities 
4) Terminal benefits. 
5. Industrial Relation : 
Member (P) performs the following functions under i t , implementing labour 
laws, collective bargaining, grievance handling and discipline etc. 
6. Corporate Planning : 
Member (P) deals with the following areas under the function 
of the corporate planning. 
1. Formulation and rivew of 20 year perspective plan. 
2. Corporate plan and its review. 
3. Five year plan 
4. Annual plan 
5. Mid-term review of the five year plans 
6. Establishing methodology of working out projected discovery 
and production costs. 
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7. Economic environment scanning 
7. Security : 
Under the function of security Member (P) deals with the following 
given activities : 
1. All aspects of security of onshore and offshore installations. 
2. Induction and development of Central Industrial Security Force 
(CISF) in the Commission. 
3. Territorial Army (TA) in the Commission 
4. Fire services 
a) Planning for manpovver and equipment 
b) DetJloyment 
All the seven functions and its sub-functions of Member (P) 
are also shown in the chart No. 2. 
Disciplines; Under Member (P) : 
Disciplines under IVIember (P) are given below : 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
Economics of Statistics 
Fire 
Hindi 
Horticulture 
Industrial Relations 
Industrial Engineering 
Interpretation Cum-Translations 
Legal 
1. op. cit., 1987-88, p. 7. 
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9. Librnry 
10. Medical 
11. Organisation and Management 
12. Personnel and Administration 
13. P and A vigilance 
14. Security 
The Member (P) deals with the above disciplines and he is 
fully responsible for the development and progress in these disciplines. 
Oi^anisational Effectiveness - Key Determinants : 
An effective organisation can be defined as one which can 
achieve desired growth and earn a profit without destroying its internal 
resources. It is also one which minimizes the cost of input resources 
and optimise output. Rensis Likert identifies three, variables as casusal, 
intervening, and end results which are useful in discussing organicational 
effectiveness over a period of time. 
An effective organisation focuses not only on increasing productivity 
but also on developing an eff icient task force of employees wiio are 
deeply committed to its achieving objectives. An effective organisation 
generates a conducive climate wherein both managers and employees 
have a sense of urgency, responsibility and real freedom to execute 
their responsibilities. 
1. Rensis Likert, Tlie Human Organisation, New York, McGraw-Hill 
nook Company, 1967, p. 26-29. 
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'I'herc uro so muiiy faclois wliich JIIHIICIICC Uic organisulioiiul 
effectiveness viz. clear objective, authoi'ity and responsibility,communication, 
leadership styles, morale of employees and manpower development, adapta-
bility to change, social obligation etc. 
Key Determinants of OrganisationaJ Effectiveness of O.N.G.C. Clear 
Objectives : 
An orgganisation would function effectively, when its objectives 
are well defined. In fact, the survival and growth of an organisation 
depend upon its clear objectives and long term policies. An organisation's 
objetives should be such as to keep ntlcast of tlie various advances 
and developments in its area of operation. According to V. Nagarajan, 
an organisation without interlocked goals and objectives can be compared 
to a ship without a rudder, adrift on the ocean blown hither and thither 
by reactive winds and tides. 
The objectives of O.N.G.C. are clear and well defined. These 
2 
objectives are as follows : 
1. Selfreliance in oil. 
2. St'll'ic'liMMC'(> hi o i l tcc'hnol()|fy. 
3. Promoting indigenous efforts to achieve selfreliance in oil related 
equipment, materials and services. 
4. Conservation of oil, more effeciont use of energy and development 
of alternative source of energy. 
5. Environment protection. 
1. Indian Management, New Delhi, January, 1986, p. 26. 
2. Personnel and Administration Annual Report, Deiiradun, 1987-88, p. 2. 
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The main objective of O.N.G.C. is lo achieve self-sufficiency 
and self-reliance in the oil industry. It lays more emphasis on the 
implementation of accelerated development plan and programmes in 
nil nrens of its activity. It creates Iho infrastructui'C whici) is essential 
for achieving accelerated efforts. 
Authority and Responsibility : 
Authority is the right to decide what should be done and the 
right to do it or to require someone else to do it. Authority is derived 
from responsibility. A person should have no authority without having 
a prior responsibility. Mostly, authority is conceived as power, formally 
given by top management or immediate supervisor. Responsibility is 
one's obligation to perform the functions assigned to the best of one's 
2 
ability in accordance with directions received. 
Responsibility and authority are two sides of the same coin. 
Authority can be delegated, it can also be acquired. There are so many 
type of authority viz. organisational authority, personal authority, 
leadership authority, technical authority. The flow of authority 
and responsibility should be clearly defined. Simple authority 
means the power to make decisions. If authority and responsibility 
are clearly defined where a manager performs its functions, there can 
be no room for any confusion. Tiic woik at oicli level can be planned 
and executed according to the objectives and rules of the enterprie. 
1. Edvin, B. Flippo, Personnel {Management, Tokyo McGraw Hill,1981, p. 66. 
2. Ibid. 
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Aulhoi'ity sliouUI iimlcli rcspoiisiljility. A iiinii/i(M'i' who is only 
assigned authority and no matching responsibility may turn irresponsible 
or dictatorial in his behaviour. On the other hand, if he is assigned 
only responsibility and no authority, he will not be able to do much 
and will be frustrated. The rational basis of distribution of authority 
and responsibility will improve the organisational effectiveness. It is 
good to define the authority and responsibility assigned to each manager. 
O.N.G.C. has formulated the policies in which the authority 
and responsibility are delegated to its personnel on the spot organisational 
mechanisms which includes issuing of daily progress report to all sectional 
heads, the setting up of review meetings of sectional heads once a 
week and monthly review meetings of all managers directly with head 
of the projects. The style of management adopted is of a participative 
nature. Some of the key features of this kind of management discussed 
below : 
Leadership Styles : 
The ultimate authority in , business administration is vested 
in the Board of Directors, but tlie leudcrsliip is vested in tlie Chief 
executive who may be the Managing Director or General Manager. They 
play the role of leaders in the organisation. They act as the 'Soul' 
of the entire organisation and exercise the directing function of management. 
According to Peter Drucker, leadership is not making friends and influencing 
people, i.e. salesmanship. Leadership is tlie l i f t ing of Man's visions 
to higher sights, the raising of man's performance to higlier standards. 
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the building of man's personality beyond its normal limitations'. 
Leadership is the link between the plans and actions. It consists 
of communicating plans to employees, watching results and responses, 
and motivating people in the organisation towards objectives. According 
to Ralph stogdill, 'Leadership is the process of influencing the activities 
of an organised group in its efforts towards goal-setting and 
2 goal-achievement. Stogdill's conclusion is based on his survey of leadership 
research. The leaders who rate higli both in initiation of structure 
and consideration are more successful. Tliese two elements are critically 
important in effective leadership. 
If an organisation has democratic leadership styles, it will 
be effective for its success. Democratic leadership seeks to evolve 
a self-regulating, and disciplining mechanism, participative in nature. 
Industrial harmony and motivation of people improve through it. 
The managers can improve their leadership performance through 
suitable and appropriate non-verbal messages to their subordinates. Effective 
leadership is needed due to imperfect organisational structure, clianges 
(Technological, economic and social changes), internal imbalance (due 
to growth), and nature of human membership. A dynamic and democratic 
leadership style is more effective than any otiier kind of leadership 
style. If the organisation has effective leadership style, it v;ill be successful 
in achieving its goal and objectives. 
1. S.C. Saksena, Business Administration and Management. Sahitya Bhawan, 
Agra, 1982, p. 211. 
2. TliG Hindu, Madras, November 16, 1983, p. 18. 
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Successful management organisations and styles are not the result 
of some cultural patterns but are the result of good corporate planning, 
proper management structures and the most effective leadership style. 
O.N.G.C. management is basically a scientific management, that depart-
mentalizes the various functions, has a proper job demarcation and 
a proper hierarchical order in the organisation. O.N.G.C.'s management 
is based on interpersonal relations between managers and workers, between 
workers and supervisory level and between managers and managers. 
The top management always tries to avoid confrontation with the workers. 
It is very important that every manager and every leader must know 
his men well. It lays more emphasis on the menpower. 
In short, O.N.G.C. has adopted the participative kind of manage-
ment style in the organisation. But workers participation in management 
is not fully operative in the organisation. 
Communication : ^358'? 
Communication may be defined as the transfer of information 
and ideas via an understandable medium from tlie sender to others. 
It is the common sharing of ideas. There are so many types of communi-
cation viz. written and oral, verbal and non-verbal, formal and informal, 
horizontal and vertical, upward and downward. Tlie objective of communi-
cation is to assist the management to conduct the affairs of the organisation 
with the maximum ultilisation of resources. 
1. 'Management Education', Indian Management, New Dellii, April, 1984, 
p. 40. 
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The managerial functions of planning, organising, co-ordinating, 
staffing, directing, and motivationg, need effective communication. 
Effective communication refers to clarity of information, consistency, 
quickness, open management styles, etc. 
In pointing out the importance of communication George R. 
Terry says, it serves as the lubricant fostering the smooth operation 
of ttie management process. An effective communication can be created 
in the organisation through effective control, use of computer and (if 
the enterprise can bear the cost), use of the grape vine. Grape vine 
should treat it as supplementary to tlie formal channel of communication. 
Communication is just like 'life line' of the organisation. 
Undoubtedly communication is the life-blood of the enterprises as without 
it the wl)o]e enterprise becomes ineffective. 
Today communication has been recognised as the most important 
management tool. The organisational effectiveness depends upon effeciency 
and success of communication operation of the affairs of the enterprises. 
To run its large organisation, which is widely spread in its 
operations, O.N.G.C, has established a communication and reporting 
system comprising large net works of telexes, wireless and telephones. 
The O.N.G.C. headquarters at Dehradun is linked to the regional 
oMices and the projects by wireless, telex and telephone. The projects 
t. Dale Yodder, Personnel iVIanagement and Industrial Relations, 6 th 
Edition Prentice Hall of India Private, Ltd. New Delhi, 1972, p. 572. 
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and regional offices in turn are linked to the dril l sites by radio telephones. 
Such communication lini<s help in the process of feedback to the head-
quarters on operational progress and other matters. The control rooms 
at the headquarters, regional offices and projects, monitor these reports 
from various operational points and process them to keep the management 
constantly informed about the happenings at dril l sites. 
In the offshore field well, production and central pumping control 
platforms are linked to Uran, Trambay and Baroda, by telemetry and 
tele-communication system using the sntellite link, microwave, etc. 
Dedicated satellite link channels will be utilized for data traffic for 
the computerised network in the system. The biggest advantage of 
this system is that alarms of any emergency like gas leakage, fire, 
etc. will be communicated to the concerned man within tlie shortest 
possible time. This also provides management information service onshore 
to the authorities of offshore project and suitable data banks at Bandra 
and other required places for continuous analysis, historical records 
and reservior studies. The telemetry and telecommunication system 
have been helping working in all platforms since 1982. The Government 
of India has already decided that O.N.G.C. v;ould operate and maintain 
its own three satellite earth stations linking its other communication 
facilities. 
Participative Communication : 
For keeping up morale of the staff, it was essential that the 
news reached the O.N.G.C. employees at various work centers all over 
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the country through the media in a correct prespective. Distortion 
of information could create demoralisation in the rank and file, which 
would be inimical to the interest of the organisation at that crucial 
stage (during a fire). 
Communication Strategy in Emergency : 
The collowing strategy is evolved to achieve broad communication 
objectives in emergency. 
1. No room to be allowed for rumours, 
2. Top O.N.G.C. management to become the spokesman during the 
crisis. 
3. Press notes to be issued regularly and relayed to all major centres 
of work. 
4. Media to be given full facts and figures as well as any other 
assistance in filling their reports. 
5. Media to be taken to site for a flyover as soon as helicopters 
becomes available. 
6. Public relations office to remain in constant touch with Radio Room 
and collect eye-witness accounts of the happenings at the site 
from those reaching the base. 
7. Personal visits by top management to other installations in the 
area for direct observation of facts. 
8. Blow out and subsequent activities to be filmed for future reference, 
training and education etc. 
1. The Economic Times, New Delhi, April 8, 1984, p. 4. 
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Decentralisation and Centralisation : 
During the last decade the O.N.G.C. was subjected to a major 
organisational change by way of decentralisation into tiie regions and 
vesting the regions with significant powers. The performance of the last 
five years has led the people to conclude in favour of centralisation. 
One extreme view is that the decentralisation has led to a total lack 
of planning and provision from a central apex body, resulting in the 
present stage of affairs. The other view is that without decentralisation 
we would not have achieved the significant results as in Bombay offshore 
project. The truth may be anywhere in between. The constrasting 
claims have been based partial truths inevitably depending upon the 
role that one has to play in this corporation. 
Today, O.N.G.C. has boon following both the centralisation 
and decentralisation policies. Decentralisation creates delay in any 
activity and in decision-making process. Much valuable time is lost 
in this process. But the oil industry needs very quick process of decision 
making because of oil spoilage at an oil well, at broken pipeline or 
additional damage to equipment and blow out etc. So O.N.G.C. should 
follow the policy of quick decision making and centi'alisation at adtninis-
trative or higher level. Centralisation will develop quick decision making 
culture in the organisation. 
Manpower Development : 
The main asset of any organisation is its personnel. Without 
developing the personnel, the role of organisational planning is never 
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fulfiJJed. Higli morale and motivation of employees are the majoi- sti/iiulants 
for the success of any enterprise. Maiipovv'er development is essential 
in every organisation, because the management of human resources is 
a very difficult and challenging tasi<. Today, organisation is recognised 
through its manpower. It is possible througii participative management. 
In popular terms, each manager seeks to develop and maintain the morale 
of the employees Morale relates it to the mood and the spirit of co-
operation towards the organisational objectives. Opinion survey of employees 
attitude can help manpower development. According to S.K. Bhattia,, 
the impact of surveys on employees 'morale depends on the attitude 
of the management towards the report on employees' opinions and attitudes. 
When the results are used for positive action, employee's attitudes, 
opinions, and morale can be improved. 
Motivation is a psychological concept. An organisation has 
high or low motivated people towards their job. People can be motivated 
through satisfaction of basic needs, security and social acceptance, 
financial and nonfinancial incentives. Social acceptance is more important 
factor which influences the employees' motivation in tiie organisation. 
The follov;ing points highlight the importance of motivation : 
1. Maximum utilisation of factors of production 
2. Reduced labour turnover 
3. Increase in efficiency and output 
4. Creating sense of belonging 
5. Industrial harmony. 
1. S.K. Bhattia, Opinion Survey can Help Employee Morale' The Hindu, 
Madras April 2, 1987, p. 18. 
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All effective oi'pntiisnlioii is clKii'Mctoi'iscd hy its liiiiiuiii resources 
and manpower development, Manpower development is possible if done 
through training facilities for work, job satisfaction, education, trad 
unioti and otiier welfare measures. l\l»n|)owcr (lovolo[)mont has played 
a significant role in getting the right man for the rigiit job. 
In simple works manpower means the development of personnel 
in an organisation. O.N.G.C. manpower development policies are as 
follows : 
1. Long term promotion policy and the new personnel policy of the 
O.N.G.C. 
2. The application in the areas of performance appraisal system, job 
rotation, career planning, training, development and correct projection 
of manpower needs. 
3. Forecasting the manpower in terms of number, levels and skills 
within the frame of corporate plan and objectives of the organisation. 
4. The availablility of trained manpower in the organisation is reviewed 
in terms of its performance. 
5. Development of newly recruited as well as existing manpower which 
is the responsibility of the organisation. 
6. Formation of Directorate of manpower development. These policies 
have been effectively implemented in O.N.G.C. Its manpower is 
satisfactory in respect of industrial lifu'inony and is cooperative 
in the efforts to achieve success in its objectives. 
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Socittl Obligation oiid Sociul Accouiitubility : 
An organisation serves multipurpose social functions, providing 
employment to people and giving them a status in society, serving society 
lhrou[r|) c'omiiuiMJty dcvolopnicnl pr()[;rMii)nio ntid collcclinf '^ revenues 
for the governments. It can help by its performance, policy of advice 
and co-operatiion with other organisations. An effective organisations 
serves society by effective advertising, publicity, minimization of cost, 
good quality of products and providing goods and services at a reasonable 
price. If an organisation has performed its social obligation towards 
the society;, it can earn goodwill and reputation in the society which 
are essential for effective organisation. Tata, Ford etc. have earned 
goodwill in the society, getting the status of an effective organisation 
through it. 
India has adopted socialistic pattern of society. The public sector's 
main motive is the obligation towards the society. The profit maximisation 
motive is not applied in the public sector. In the public sector, objectives 
are totally different from private sector and have a direct relation 
to the social responsibility. No doubt, every industry whether private 
or public has necessarily to be run profitably if it has to serve and 
grow. O.N.G.C. is one of the best organisations in public sector which 
performs its responsibility towards the society, as a whole in general, 
and to its employees iii particular. 
Today an organisation is known by its reputation as a model 
employer. O.N.G.C. has performed this function. The main obligation 
85 
dischufged by the commission towards llio society is to uchieve self-
sufficiency and self-reliance in oil industry and to save foreign exchange 
for the country. In this regard the whole society is benefited. It helps 
other organisations e.g., fertilisers and artificial fabric, etc. 
CONCLUSION 
At present O.N.G.C, consists of a Chairman, a Vice Chairman 
six full times members, drilling, exploration, natural gas, technical, 
finance, personnel and two part time members. Those members are 
the heads of the related departments and deal with their departments 
independently. The various regional Directors/Group General Managers/ 
General Managers and Deputy General managers are working under full 
time members. The four functional business groups like exploration, 
drilling, operations and technical have been sot up in the organisation. 
The six regional centres have also created in the commission which are 
controlled/by Regional Directors. These regional centres are : 
a) Bombay offshore BRBC Bombay Regional Business Centre 
b) Eastern ERBC Eastern Regional Business Centre 
c) Western VVEBC Western Regional Business Centre 
d) Southern SRBC Southern Regional Business Centre 
c) Central CRBC Central Regional, Business Centre 
f) Northern NRBC Northern regional Business Centre 
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The Member (Personnel) performs the function like planning 
nnd cvnliialion of personnel policies, huin/ui resoiiico tium/ipcmonl, training 
and development, employee services and moivation, industrial relations, 
corporate planning and security. The Member (P) also deals with the 
following disciplines like : 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
14. 
Economics and statistics 
Fire 
Hindi 
Horticulture 
Induslfiul rclutions 
Industrial Engineering 
Interpretation-cum-Translation 
Legal 
Library 
Organisation and iVIanagement 
Medical 
Personnel and Administration 
P and A Vigilance and 
Security. 
The progress and development of these disciplines depend upon 
the attitudes nnd dccision'of member (P). O.N.(;.(.'. is one of the best 
organisations in the public sector undertakings in the country and has 
got the status of excellent performer not only within the country, but 
outside also. Its success is mainly due to its effective organisation 
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scientific structure and aggresive role. Its training, promotion and personnel 
policies are also effective in dealing with its eniployees and the organisation. 
It generally follows the policy of centruJisution as well as decentrali-
sation. Centralisation to some extent at administrative level whereas 
decentralisation at managerial level. O.N.G.C. Cliairman, members 
and project managers, general managers, regional managers and directors 
have played a significant role in shaping the destiny of the organisation. 
With a view to obtain the objectives of self sufficiency in 
oil, self reliance in technology promotion indigineous efforts in oil related 
equipments and services, assist in conservation, of oil more efficient 
use of energy and development of alternative sources of energy and 
protection of environment; O.N.G.C. was organised on functional basis. 
The main features of the organisational structure are as follows : 
1. The division of onshore and offshore has been done away with, and 
it has been replaced by the common basion approach to ensure an 
integrated development of basions. 
2. The organisation has been divided into regional business centres 
to ensure implementation of targets. Necessary powers have been 
vested at appropriate levels of authorities for quick decision making. 
3. The organisation has been divided into functional business groups 
like exploration, drilling, operations, and technical. These are supported 
by a common service. Thus a matrix organisation with administrative 
and functional hierarcy has been created. 
4. The Research Institutes are working as independent profit centres, 
directly reporting to the functional members. It includes three 
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key components political will and leadership, supportive bureaucracy, 
and managerial autonomy, which are mandatory for any successful 
public sector organisation. In the organisation, provision of right 
environment, authority and responsibility, communication system, 
manpower development, centralisation and decentralisation, leadership 
styles and social obligation are satisfactory. The internal environment 
factors of organisations are more helpful than external environment 
factors. The external environment provides only an atmosphere 
in which success can be achieved. O.N.G.C. has organised its efforts 
internally so as to manage the external constraints through it. 
It has been said that the record of O.N.G.C. in its area of execution 
has been excellent. 
The functioning of O.N.G.C. is quite remari<able. A new 
type of culture is being evolved through hard wori< and proper planning. 
It is dynamic and has helped in fostering a team spirit. It has 
compelled groups of different disciplines to coordinate with each 
other for work requirements. The success of tiiis organisation is 
evident by the results achieved in production etc. 
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CHAPTER - III 
PORSONNEL POLICY OF O.N.G.C. 
In the previous chapter the organisational structure of O.N.G.C. 
and its effectiveness through clear cut objectives, authority and responsibility 
communication, motivation, leadership, and social obligations, have been 
discussed. In this chapter an attempt has been mudc to discuss the 
personnel policy of O.N.G.C. on the basis of human resources development, 
pay and other allowances, leave, financial assistance, disciplines and 
separation etc. 
The personnel of O.N.G.C. are classified in four different groups, 
generallyy recognised by the Government as class I, JI, HI and IV. The 
O.N.G.C. manpower is divided or categorised under three main heads; 
(1) Engineering (2) Geosciences and (3) Administration and other support 
services. The O.N.G.C. personnel policy has many elements. These 
include: 
1. Recruitment and promotion, 
2. Training and manpower development, 
3. Transfer, 
4. Salary and wages structure, 
5. Incentives and fringe benefits, and 
6. Welfare amenities such as housing, education and medical benefits 
etc. 
1- Oil and Natural Gas Commision (Recruitment and Proniotion) Ucgiiliitioiis 
1980 and Connected Instructions, New Ueihi, AprTPTb, lyau, p~ T7~ 
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Today, O.N.CC. is equipped with trained and competent manpower 
in the field of oil exploration and production. Its foundation is strong 
enough to withstand the accelerated pace of exploration and exploitation 
of resources. New blood has to be recruited and developed fast to 
meet the future challenges of oil industry and the demand of the oil 
in the country. Further, the changing technology demands a much higher 
number of trained manpower towards the modern techniques and management 
inputs. To achieve this O.N.G.C. is in the process of building a porper 
human resources development programme. The personnel policy and 
the welfare measures undertaken by O.N.G.C. are discussed below : 
Recruitment : 
Recruitment is one of the most important functions of the 
personnel department. The main purpose of recruitment is to find out 
an adequate number of qualified persons. The policy of the O.N.G.C. 
is to recruit the best available men and women in all disciplines. In 
accordance with the O.N.G.C. (Recruitment and Promotion! Regulations), 
recruitment for all posts upto the level of posts in tiie pay scale of 
Rs. 725-1480 is decentralised regionwise and above Rs. 1480/- is centralised 
at Headquarters (at Uehradun). 
1. Personnel Policy Hand Book, Issured by Training and Executive 
Development Division,Dehradun, 1981, p. 1. 
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Methods of Filling Posts in O.N.G.C. : 
The posts are filled up by the following methods : 
a) Direct recruitment, or 
b) Promotion of employees already in the service of the commission, or 
c) Borrowing the services of persons from the Central Government or 
state Government or Public Sector Undertakings, local and other 
authorities, or 
d) Any other method as may be decided by the Commission. 
The main sources of filling the posts are direcct recruitment 
from outside the commission and promotion of internal employees in 
the Commission. 
Direct Recruitment : 
When the Commission follows the method of direct recruitment 
for filling up the vacancies, it sends notice to the Employment Exchange 
vide Compulsory Notification of vacancies Act, 1959 or it advertises 
in the National newspapers which have large circulation in major parts 
of the Country. It can also advertise in the Regional newspapers in 
rcRJonnl languages. But that depends upon the Commission's will. 
All particular given in the applications of the candidates received 
from the employment exchange or through advertisements, shall be 
registered by the appointing authority. The appointing authority shall 
reject the applications of those candidates who do not fulfil the given 
criteria in notifications. The appointing authority shall submit a list 
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of the applications of those candidates who fulfil the given criteria 
for consideration to the selection committee which is constitute by 
the commission. A selection committee shall consist of not less than 
three members. Selection committee makes the final selection of 
candidates. 
All persons who have been directly recruited shall undergo 
such training and tests as may be specified by the Commission from 
time to time. In case of vacancies to be filled through direct recruitment, 
departmental candidates are given preference. In accordance with O.N.G.C. 
(Recruitment and Promotion) Regulation, direct recruitment is resorted to 
at following induction levels : 
Table No. t 
Scale of Pay Age limits 
i) Rs. 400-10-460-12-520-15-550/- Below 25 years 
ii) Rs. 490-15-280-20-700-25-850-30-880/- Below 28 years 
iii) Rs. 725-25-850-30-1000-40-1080-100-2400/- Below 30 years 
iv) Rs. 2400-100-3200/- Below 45 years 
Recruitment for all posts upto the level of posts in the pay 
scale of Rs, 725-1480/- is decintralised regionwise. 
Source : Personnel Policy Hand Book, op. cil. p. 1. 
'^ ?i!_"' '^_ii^Ji' ' '(LL^'' ' '_J^iriI!i?^^'l-^ Rporuitment and j'romotion ) 
{{ogMlMlioiiFi, _ {(18(1 fiiul Coiutrctod iiis(ruc*(it)ns. New lu<U\i, April 
25, 1980. p. 5. 
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Recruitment of SC/ST Candidates : 
The commission follows the reservation policy of Government 
of India in relation to SC/ST candidates in appointment. Commission 
provides various facilities to SC/ST candidates in recruitment, lil<e special 
advertisement of posts, travelling allowance and no fees charges in 
applying for posts. 
Probation : 
Every newly appointed employee shall be on probation for a 
period of one year. Appointing authority may extend the probation 
period but the total probation period shall not exceed to three years. 
During the probation period an employee shall pass a written examination 
or a proficiency test within the specified number of chances. The candi-
dates whose progress is not satisfactory during the period of probation. 
The commission or appointing authority sh/iU disclifirgo them from tlic 
service of the commission if they have been directly recruited from 
the open market or they will be transferred to a lower post. 
Interim probation reports as well as final probation reports 
in respect of officer will be submitted to the following authorities : 
1. (^hnirmon. 
2. Functional Member concerned. 
3. Group General Manager. 
4) At Headquater, Deputy General Manager (Administration, Personnel) 
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Medical Examination'of Hmployccs : 
The medical examinationof every new employee is essential in 
the Commission. This examination is done by carried/conducted a 
Medical Authority like civil Surgeon, registered medical paractitioner 
and O.N.G.C. owned doctors at the time of appointment in the Commission. 
But the following types of employees shall be exempted from such medical 
examination : 
1. Promoted employees 
2. A retrenciied employee 
3. A permanent/quasi permanent employee of the Centre and state 
Government and who is appointed . to a post in the Commission 
without a break in service. 
4. A permanent or quasi-permanent employee of the centre or state 
Government who has been appointed on foreign service terms in 
O.N.G.C. 
Deaf, stammering and handicap persons shall be dealt with sympatheti-
cally and they can be appointed in class 111 or class IV post in the 
Commission. 
Ilcimburscmcnl of Hotel Expenses for a Maximum Initial Period of 15 Days 
at New Place of Posting : 
The hotel exprenses of fresh entrants and transfered employees 
will be reimbursed at fixed rate for stay in hotels. This reimbursement 
is allowed only for maximum 15 days from the date of joining at the 
new station. 
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Every new entrant has to submit the following documents at 
the time of joining service in the Commission : 
1. Certificate of Age, 
2. Character Certificate, 
3. Oath of Allegiance, 
4. Marriage Declaration, 
5. Home Town Declaration, 
6. iVledical Examination Report, 
7. Attested Copies of Degree/Diploma, 
8. Certificate of Educational Qualifications, 
9. Attestation Form, 
10. Experience Certificate and Relieving Order in case of employees 
already in service earlier in a Government Office-Public under-
taking. 
11. Executive Record Card, 
12. Certificate of SC/ST. 
Promotion : 
Promotion of employees in O.N.G.C. is considered under the 
H and D Regulations, 1980. The criterion of promotion is botii seniority 
and merit. It also provides for 'Fixed Time Promotion'. The Association 
of officers and the Union of employees have demanded that every employee 
should be given at least two promotions on the fixed-time basis. The 
Associations and Unions have further demanded 100 percent promotion 
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nt intermediate levels and rationalisation in proniotion ,sto[).s. It has 
been accepted by the CJovernnient and the Commission. The Ciiairman 
of O.N.G.C. has appointed a promotion policy committee which consists 
of officers of O.N.G.C. and representatives of class III and class IV 
employees. The committee suggested various recommendations in relation 
to promotion. If the post is not fulfiled by the departmental candidates 
or if eligible candidates are not available in the organisation, the competent 
authority may fill the post by direct recruitment. The educational 
qualifications, experience and age limit for direct recruitment will be 
the same as for the internal candidates. 
Transfer Policy : 
The Commission has full powers to transfer any employee at 
any time and to any place. Normally, an employee is retained at the 
station of his posting for a period of about 5 years, other than those 
in North Eastern States and Bombay Offfshore project, who can be 
considered for transfer after their stay of a three years period. Employees 
likely to retire between 3 to 5 years can make a request for transfer to a 
place of choice, and such requests are considered favourably as far 
as possible. An employee^ personal difficulties and requirements are given 
duo corisidcrntiofi to the possible extent. Transfers nvc generally required 
to coincide with the academic session of the children of the employees. 
Commission also follows the Government policy of posting of husband 
and wife at the same station. So the women employees may discharge 
1. Oil and Natural Gas Commission (Recruitment and Promotion) Regulation 
1980 and Connected Instructions, New Delhi, April 25, 1980, p. 1. 
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their responsibilities as wife and mother as well as the productive worker 
within the organisation. 
Transfer is the prerogative of the management. Transfers 
are also based on carer planning and growth of an employee. In decent-
ralised cadres employees are normally transferred within their own region 
from one work centre to another. Employees can also be transferred 
outside the region. If such transfers are made in the Commission's 
interest, when the employees retain their original seniority in their 
present region. 
Scales of Pay : 
Staff scales of pay are linked to the all India Working Class 
Consumer Price Index 200 (Simla series with the base year 1960 = 100). 
It has come as a result of IVIemorandum of settlement, 1983 between 
O.N.G.C. and Employees Union and are effective from April 1, 1983 to 
March 31, 1987. Officers scales of pay are linked to the All India 
Working Class Consumer Price Index 459 (Simla Scries with base year 
1960 = 100) with Dearness Allowance of Rs.477/- as on August 1, 1982 and 
it is valid till July 31, 1987. The scale of pay of staff and officers 
is given below. 
1. Personnel Policy Hand Book, op. cit. p. 7. 
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SCALIiS o r PAY 
Staff : 
1. Rs. 400-10-460-12-520-15-550 
2. Rs. 430-10-460-12-520-15-640-20-700-25-750 
3. Rs. 490-15-80-20-700-25-850-30-880 
4. Rs. 550-15-580-20-700-25-850-30-1000-40-1080-50-1130 
5. Rs. 700-25-850-30-1000-40-1080-50-1430 
6. Rs. 725-25-850-30-1000-40-1080-50-1480 
Officers : 
1. Rs. 1030-50-1380-60-1800-100-2000/-
2. Rs. 1130-50-1380-60-1800-100-2400/-
3. Rs. 1680-60-1800-100-2700/-
4. Rs. 2200-100-2900/-
5. Rs. 2400-100-3200/-
6. Rs. 2700-100-3500/-
7. Rs. 3000-100-3700/-
8. Rs. 3500-100-4000/-
These scales of pay are effective from August 1, 1982 and are 
valid till July 31, 1987. 
Date of Increment : 
There is only one date of increment in the Commission, viz., 
I'll . l / m i i m v fMcl i v'""i'. I'i«"ili I ' l i l i / m l ' ! w l m jnin I IK- ' i c r v l c i ' n f l l i o 
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Coinrnissioii during the year will earn tlicii- first increment witii effect 
from 1st January following the months of their joining. Payment will, 
however, be made only after twelve montiis of service and satisfactory 
completion of their probation period. 
Training : 
For achiving excellence in performance, the quality of men 
plays a very important role besides the quality of machines, technology, 
systems and procedure. In a multidisciplinary and high technology organi-
sation like O.N.G.C. regular training and development of its employee 
is given a high priority. The Training and Executive Development Division 
is located within the campus of Keshav Dev Malviya Institute of Petroleum 
Exploration (K.D.M.l.E.) Kaulagarh Road, Deliradun. Tlie programme 
of Graduate Training is residential ir) nature; particip/ints of other 
programmes have an option to stay in the hostel. The hostel can 
accomodate 120 participants/trainees at a time. The hostel is semi-
furnished. IWess is run by a contractor. Recreational facilities are 
also available. Banking and postal facilities are available within the 
K.D.M.I.P.E. Campus. The trainees are required to be punctual in attending 
various lectures and other activities of liic Division; sciicdulcd for 
them. 
O.N.G.C.'s Training Centre at Dehradun has been designed 
to play a basic role in the shaping of well trained manpower to take 
up important positions in various scientific engineering and managerial 
1UU 
disciplines, so that over-all efficiency and productivity of the organisation 
cMii be constunlly improved. Cirtidudlc scionlists and ciigiaocMS ^o througli 
a multi-disciplinary training course before being inducted into the organi-
sation. The various discipline included are those which form ttie spectrum 
of skills and capabilities for a successful oil exploration, programme, 
e.g. in the fields of geology, geophysics, mathematics and computer 
technoloyg among others. 
The training facilities of O.N.G.C. are made available to trainees 
from other parts of the world. Several developing countries, like Nigeria, 
Tanzania, Iraq, Malaysai, Philipines, Abu Dliabi and Shri Lanka have 
used these facilities. 
O.N.G.C. also sends its own personnel for training abroad, 
so that they may be exposed to up date knowledge in the sphere of 
advanced oil technology and science, e.g. horiontal drilling. 
The requirement of skilled personnel for improved performance 
and to provide greater flexibility in assignment and fuller utilisation 
of personnel, definite programmes for training have been developed 
on high priority basis. The management's cmpliasis on tliis aspect is 
evident from the fact that expenditure on training which was around 
Rs.25.45 lakhs per annum in 1980-81, increased to Rs.562.08 lakhs in 
1985-86.-' 
During 1985-86 alone, more than 5400 technicians and supervisors 
were trained. Three staff training institutes, one each at Bombay^, 
1. Finuncial Express, New Delhi, Feb. 14, 1987, p. 4. 
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the Western region and Assam are being set up at a cost of Rs.7.62 crores. 
These institutes will cater to the requirements of training in the spheres 
of drilling, production, electronics, instrumentation, safety, firefighting 
and other oil-related vocational trades. 
Training programmes are carefully planned keeping in view the 
corporate objective, need for specific skills, training facilities available 
the world over, and the aptitude of the cni|)loyccs. 'I'oday, tlic Commission's 
own scientists and engineers are able to manage the existing operations 
independently. 
TRAINING PROGRAMMES 
1. Graduate Training Programme : 
O.N.G.C. conducts the graduate training programmes for freshly 
recruited Junior Class I officers. These programmes provide training 
to the young engineers, scientists and others to the scientific and technical 
fields. The Commission provides books to each trainee in addition to 
lecture notes. 
2. Induction Training Programmes : 
The Commission organises induction training programmes for 
Junior Class I and Class II officers. These programmes are usually 
of six weeks duration. Experienced officers of the Commission deliver 
lectures and supplement with lecture notes. 
1. Op. cit. 
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3. Refresher Programmes : 
The Commission organises refreslier progrnmmcs to refresh 
and update the knowledge of experienced officers in their respective 
work. These programmes are generally of one to three weeks. The 
duration of the programmes depends on the requirements of the topics. 
4. Orientation/Reorientation Programmes : 
The Commission organises orientation and reorientation programmes 
for well experienced middle level suprvisory officers. Such as a Geophysicist 
or Mechanical or Electrical Engineer connected with maintenance of 
electronics equipments. Duration of these programmes ranges from 
one to two weeks. 
5. Seminars/Workshops : 
The Commission organises seminars/workshops to provide knowledge 
is highly specialized topics through mutual excliange of views and interac-
tions with external agencies. The duration of these seminars/workshops 
is three to ten days. 
6. Management Development Programmes : 
The Commission organises management development programmes 
for all levels of officers. These programmes will develop desired managerial 
skills among the trainees. The commission organises these programmes 
with the help of premier Management Institute/Agencies in Indian such 
as Administrative Staff College of India (ASCI), Indian Institutes of 
Management (IIMS), Xavier Labour Relations Institute (XLRL) etc. The 
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duration of these programmes ranges from one day to four weeks. Besides 
the , above discussed programmes the Commission also provides following 
types of other trainings to its employees : 
1. Induction training 
2. Functional training 
3. Development training 
4. Safety training 
5. Training on environment 
6. Training on computerisation and communication 
7. Apprenticeship training 
8. Coaching] 
Recognition of Meritorious Work : 
O.N.G.C. has a scheme for tlic recognition of meritorious works 
of its employees. The Commission recognises the following types of 
work. 
1. Outstanding performance in the discharge of one's duties in 
the technical or administrative fields or inventions or suggestions which 
may result in new findings and improve efficiency, productivity and 
effectiveness of the organisation. The Commission gives for this purpose 
a certificate of merit, advance increment and cash awards to its employees. 
The Commission also gives non-monetary incentives : 
1. The Commission publishes meritorious v;ook, employees' names 
and photographs in 'House Journal'. 
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2. Sucli CMiiployees are inado special iiivilcs on sucli oecassioiis 
QS Independence Day, Republic Day and O.N.U.C. Week Day. 
3. Such employees are specially introduced to the Chairman and 
members when they visit the respective work centres. 
Suggestion Scheme : 
O.N.G.C. has suggestion scheme to provide an incentive toe 
employees for progress and development of the organisation. This scheme 
creates greater sense of participation among ti)e employees in the pro-
grammes and activities of the Commission. This scheme gives the 
employees an opportunity to put forward their suggestions and ideas 
for cutting down cost, increasing output, eliminatiilg waste, amelioring 
working conditions and improving quality of products and services etc. 
The main objective of this scheme is to increase productivity of the 
organisation. 
Suggestions Qualifying for Awards : 
The following suggestions are considered for the awards under 
this scheme : 
1. Inventions and improvement thai will save malorinis, labour, 
production times, equipments or costs. 
2. Suggestions for increasing efficiency of the organisation or 
the management. 
3. Suggestions for increasing productivity. 
ior> 
4. Suggestions to raise or improve output or quality. 
5. Suggestions for improvement of working conditions of the employees 
6. Suggestions for safety and health. 
The Commission gives ten prizes nnnaully for this purpose 
to its employees, as shown in the table No. 2. 
Table No. 2 
Types of Prizes Value Number 
Class A Rs. 1000/- 2 
Class B Rs. 500/- 3 
Class C Rs. 250/- 5 
Source : Personnel Policy Hand Book, Dehradun, 1987, p. 6. 
House Rent Allowance : 
The Commission gives house rent allowance to those employees 
who do not get accomodation in the Commission's colonies. The rate 
of house rent allowance is shown in table No. 3. No rent receipts 
are necessary for claiming house rent allowance at the basic pay of 
Rs. 1183/-. But it is necessary if this limit increases. 
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Table No. 3 
Bombay 
Delhi 
Madras 
Ahmedabad 
Eastern Region including Silchar 
Jodhpur 
MclisQtia 
Baroda 
Ankleshwar 
Rajahmundry 
Dehradun 
Cam bay 
30% 
25 ?6 
25% 
25% 
10% 
15% 
15% 
15% 
15% 
10% 
10% 
10% 
of basic pay 
do 
do 
do 
do 
do 
do 
do 
do 
do 
do 
do 
Source : Personnel Policy Hand Boo!^, op. c i t . , p. 11. 
Rate of House rent Recovery : 
If the Commission provides accommodation in its colonies, the 
rent will be recovered at the following rates. 
1. If accommodation is provided outside tlie Municipal limits or 
areas, the rent will be recovered at 5% of pay for family 
accommodation but free for single accommodations. 
2. If accommodation is provided within the Municipal l imits, the 
rent will be recovered at 7.5% of pay for family accommodation 
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and 2.5 96 of pay for single accominodalion. 
3. If accommodation is provided in towns classified as 'A', B-1, 
B-2 and C by the central Government the rent will be recovered 
at 5% of pay for family accommodation and 1.5% of pay for 
single accommodation. 
City Compensatory Allowance : 
Commission provides city compensatory allowance to its employees 
who are posted at cities classified as 'A', B-t, and B-2 by the Central 
Government. The detail is shown in the table No. 4. 
Table - 4 
Class of cities Pay Rate of city Compensatory Allowance 
A Rs. 400/- and above 6?6 of pay, maximum Rs. 75/-
B-1 Rs. 400/- and above 4.5% of pay do Rs. 50/-
B-2 Rs. Below Rs.750/- 3.5% of pay, do Rs. 10/-
Source : Hand Book of Personnel Policy, op. cit., p. 15. 
Drillir^ Allowance (only for project employees) 
The Commission gives drilling allowance to only those employees 
who engage or work exclusively for any particular drill site within a 
project of the Commission. Those employees who are getting drilling 
allowance are not eligible to city compensatory allowance. The details 
of drilling allowance are given in the Table No. 5. 
Table No. 5 
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Pay Range Normal Areas 
Upto Rs. 599/- 20% of pay 
Rs. 600/- - 699/- Rs. 135/-
Rs. 700/- and above Rs. 170/-
Assam, Tripura and Dehradun 
27 1/2% of pay 
Rs. 185/-
Rs. 230/-
Source : Personnel Policy Hand Book, op. cit, p. 11. 
Operational Allowance : 
The Commission pays operational allowance to such employees 
who are engaged in operational activities. The conditions for operational 
allowance are given below : 
1. Employees work in the field. 
2. The employees must work for a minimum period of 80% of 
tlie working days in the field. 
3. Employees on leave are not eligible for tliis allowance. 
Field Establishment Allowance : 
The Commission gives field establishment allowance to field 
party personnel officers and staff. Out those employees v/lio are getting 
drilling allowance are not eligible for this allowance. 
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Hill Compensatory Allowance : 
O.N.G.C. pays hill compensatory allowance to all employees 
posted at Dehradun only. The rate of hill compensatory allowance is 
V)% of [Kiy or inaxinuiin of lis. 100/- [).in. 
Winter Allowance : 
Winter allowance is payable to those employees posted at Dehradun 
and whose pay does not exceed Rs. 1250/- per moiitli. The rate of this 
allowance is 4.5% of pay or maximum of Rs. 25/- per month. This 
allowance is payable for six months in a year for the months of January, 
February, March, October, November and December. 
Hard Duty AUowance (In Bombay Offshore Project) : 
The Commission pays hard duty allowance to its employees 
posted in Bombay offshore project (except tiie members of Marine Crew). 
Tea Allowance : 
The Commission pays the tea allowance to its employees working 
in three shifts, security staff, emergency vehicles driverss, fire staff 
at drill sites etc., at the rate of Rs. 1.0 per head per day. 
Gun Allowance : 
The Commission gives gun allowance to its security Guards 
per proper discharge of their duties. The rate of this allowance is 
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Rs. 5/- per month per security guard. 
Washing Allowance : 
Employees who are issued liveries are paid washing allowance 
at the rate of Rs. 15/- p.m. 
Typing Allowance : 
The Commission pays typing allowance to Asstt. Grade 111 
and Acctts Asstt. Gd. Ill employees who have qualified the typing test 
at a speed of 40 words per minute. The rate of typing allowance is 
Rs. 10 per month. 
Remote Locality Allowance : 
The O.N.O.C. pays remote locality ullowunec to its employees. 
The main criteri for declaring any area as remote locality is given 
below : 
1. The working place should be more than 40 km. away from 
Railway Station. 
2. Inadequate eduction facilities in working areas. 
3. Absence of proper medical facilities. 
4. Lack of housing facilities. 
5. All places which are declared Remote Locality by the Central 
Government from time to time like Tripura, Ghotaru at the 
rate of Rs. 5% of pay. 
I l l 
Overtime Allowance : 
The Commission grants the overtime allowance to its employees 
covered by the Mines Act, Foctories Act and Sliops and Commercial 
Establishment Act of the respective state Government. 
Reimbursement of Refreshment Expenses : 
The project staff who have no family accommodation facility 
at drill site are reimbursed an amount of Rs. 8/- per day per hand 
and Rs. 12/- per day for remote areas. This amount is also reimbursed 
to those employees, who visit a drill site within a project. 
Additional Cash Allowance : 
Those employees who are not residing in drill site accommodation, 
they are entitled to an additional cash allowance for extra diet like 
fruit, milk productss for physical fitness. This allowance is Rs. 1.50 per day. 
Incentive Scheme : 
The Commission provides incentive on the three tier basis 
like project Gr. 1 Region-Gr. II and all other officers including Headquarters, 
Gr. Ill employees. 
Employees not Eligible for Payment of Incentive : 
1. Who lack initiative. 
2. Whose contribution is determintal to progress. 
3. Whose acts are of indiscipline. 
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4. Who are under suspension. 
5. Apprentices, contingent or casual employees, foreign experts 
and advisers. 
Incentive to Promote Family Norms : 
The Commission provides various incentives to those employees 
who promote family planning on a voluntary basis in the Commission. 
The following incentives are given by the C^ommission. The main conditions 
for the grant of family planning incentives are as followed : 
1. The male employees should not be more than 50 years of age 
and female should be between 20 to 45 years of age. 
2. Employees should have two or three living children. 
3. Sterilisation operation must be conducted in a central/state 
Government hospitnl or in nn institute rocogDised by the 
Commission. 
The following incentives are given by the Commission for promoting 
family planning in the Commission : 
1. The Commission grants one special increment equal to the 
amount of the next increment due. 
2. The Commission sanctions a lump sum of Rs. 300/- cash amount 
for i t . 
3. The Commission provides a certificate of honour to. the candidate 
on January 26 and August 15. 
4. The Commission grants special casual leave for 14 days to a 
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female employee and 7 days to a male employee, if his wife 
undergoes sterilisation operation. 
5. Special casual leave for 6 days to a male employee if he himself 
undergoes sterilisation operation. 
Medical Facilities : 
The Commission provides free medical facilities to its employees 
through dispensaries and hospitals of the Commission, authorised medical 
attendants and also through the government recognised dispensaries and 
iiospitals. The Commission also provides tlicse facilities to employees' 
dependants, children and parents. 
Medical Facilities to Retired Employees : 
The Commission provides medical facilities to its retired employees 
at their option on some contributory basis which is given below. 
Grading According to Last Pay Drawn 
Rs. 2000/- and above 
Rs. 1500/- to Rs. 1999/-
Rs. 1000/- to Rs. 1499/-
Rs. 750/- to Rs. 999/-
Rs. 740/- and above 
Rate of Monthly Contribution 
Rs. 12 
Rs. 9 
Rs. 6 
Rs. 5 
l?s. 4 
Source : Personnel Policy Hand Book, op. cit., p. 34. 
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Education Facilities : 
The Commission provides education facilities to its employees' 
children through central school, children's education allowance, merit 
scholarship, Journey bus, special award scheme, hostel subsidy and transport 
facility which are discussed below ; 
1. Central School : 
The Commission's Central School under Kendriya Vidyalaya 
Sangathan are functioning in Nazira, Sibsagar, Ankleshwar, Mehsana, 
Dohrndun, Cambay and Agarlala. 
2. Children Education Allowance : 
The Commission provides children education allowance to a 
maximum of Rs. 30 per child per month. But Ihe aggregate amount 
can not exceed maximum of Rs. 90 per month, for employee for tution 
fee, book and stationery, 
3. Merit Scholarship ; 
The Commission provides merit scliolarship to employees' children 
from Vth Standard to Xth Standard, Intermediate, Graduate, Post Graduate 
and Professional Courses, as given below : 
1. For High School and below classes Rs. 30/- p.m. 
2. For Intermediate classes Rs. 40/- p.m. 
3. For Degree course Rs. 60/- p.m. 
4. For Post Graduate course Rs. 80/- p.m. 
5. For Professional courses Rs- 80/- p.m. 
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These scholarships are for thildren of employees who are studying 
in an institute at the station where the employee is posted. But if 
they are studying in an institute away from tl)c Headquarters of the 
employee posting, they get Rs. 125/- p.m. 
Eligibility : 
The Commission provides this scholarship to those childern 
who have secured sixty percent or above marks in the above examinations. 
Journey Fare : 
The Commission provides journey fare to tliose employees' 
cluldren who are studying at a place other than the place of posting 
of the employees. The Commission pays second class rail fare during 
approved vacation once a year from the educational institution to join 
their parents at the place of posting and vice versa iilso. 
Special Award Scheme : 
The Commission has a special award scheme and through it, 
it incourages the brilliant and meritorious works of the employee to 
maintain their continuity and improve level of their excellence in this 
regard. Under this scheme the Commission provides a lum sum amount 
to those wards of employee who secure position amongst first on the 
merit list of the Board/University etc. Tlie amount of this scheme 
is given below for the various courses. 
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1. Matriculation/SSC examination lis. 50U.00 
2. Intermediate/IlSC/SSC etc. lis. 750.00 
3. Degree examinations Rs. 750.00 
4. Post Graduate examinations Rs. 1000.00 
5. Professional Courses examinations viz medical 
and engineering Rs. 1000.00 
6. All India competitive examinations viz. Central 
Services, C.A., I.C.W.A., N.D.A. and M.B.A. Rs. 1000.00 
Hostel Sut)sidy : 
The Commission gives the hostel subsidy to those employee's 
children who live in a hostel for study purpose. But not more than 
three children of a parent employee at a time can claim subsidy. 
This subsidy is not payable for more tlian tv</o academic years in 
the same class. The children can claim only one of the parent 
department father or mother. 
Rate of Subsidy : 
The rutos of lioslcl subsidy payable in advance are us under : 
(a) For children studying in - Rs. 125/- per month per child 
class V to class XII subject to maximum of Rs. 250/-
per employee per month. 
(b) For children studying in - Rs. 175/- per month per child, 
Degree/Post Graduate and subject to a maximum of Rs. 350/-
Professional Course per employee per month. 
1. Personnel Policy hand Book, op, cit. p. 36. 
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Actual chnrgcs nrc aclinissiblo in ciisos WIKMO lolnl inoiillily chargos 
of the hostel are less than the amount specified above. 
Provision of Transport Facility to School Going Children at Concessional 
Rates and Reimbursement of Bus Charges : 
The Commission provides bus/transport facilities to school 
going children of the Commission's employees at concessional rate. 
Whicli are shown in table No. 6. But, if the cinployee is posted at 
cities where the provision of bus or transport facility is not available, 
the Commission pays bus or transport charges of Rs. 25/- per child 
per month, with a maximum of Rs. 50/- per employee per month or 
the actual expenditure incurred are reimbursed. But this is possible 
through the verification of receipt, certificate, pass in respect of bus 
or transport charges, residential address and address of the school. 
Table No. 6 
a) First two wards pay ceiiling Rate per Month 
i) Upto Rs. 517/- Rs. 11-
ii) Rs. 518/- to Rs. 1140/- Rs. 3/-
iii) Rs. 1141/- to Rs. 1500/- Rs. 4/-
iv) Rs. 1501 - onw/u-tis Rs. 5/-
(b) licyond first two wards pay ceiling 
i) Upto Rs. 517/- Rs. 4/-
ii) Rs. 518/- to Rs. 1140/- Rs. 6/-
iii) Rs. 1141/- to Rs. 1500/- Rs. 8/-
iv) Rs. 1501/- onwards Rs.10/-
Source : Personnel Policy Hand Book, op. cit., p. 37. 
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Benevolent Fund : 
In this each employee has to contribute Rs. 1.50 per month. 
Grant in Aid can be extended Rs. 10,000/- to the suffering family of 
the employee who dies in harness. Assistance of upto Rs. 500/- may 
also be granted in cases of serious illness like T.B., cancer and other 
painful illness etc. 
Gratuity : 
The Commission pays gratuity to its employees for rendering 
good, efficient and faithful service in the Commission, except the following 
employees. 
1. Casual and non-regular employees. 
2. Employees on the contrat basis. 
3. Re-employed persons. 
4. Apprintices and Trainees. 
In case of terminated employees gratuity shall be paid if he 
has rendered five years continuoues service after termination. If employees 
of the Commission move lo any other oignnisalion or undcrtai<ing witli 
the consent of the Commission, gratuity will he iransfor lo Iho posted 
undertaking. 
O.N.G.C. iimployees Contributory Provident Fund Regulations : 
I'.vcry ("iiiployeo, oxcepl n liiiim-r or iin M|)|)it'nlif(', lias lo 
be the member of the Provident Fund. But the three months completion 
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of service in the Commission is GssciitiaJ. Kaeli inembcr of the Fund 
has to contribute 8% of salary and tlic Commission's contributioti is 
also the same as employees' contribution. 
Refundable Advance : 
The Commission provides refundable advance and non-refundable 
advance to its employees. The limits for advance amount drawn for 
various purposes arje given below : 
Event 
1. For marriage of dependant 
member 
Amount 
6 months salary 
2. For higher education of dependent 2 montlis salary 
member of the family. 
3. For obligatory expenses by 
Custom/usage for religeous 
ceremony 
- do 
Recovered 
48 instalment 
24 instalment 
24 instalment 
4. For meeting expenses in 
connection with illness of - do -
two members of the family 
Second shall not be paid unless first advance has been fully paid 
24 instalment 
Non-refundable Advance 
1. Purchase of Dwelling House, Site 
for construction of Dwelling House 
2. Premium on policies of Insurance 
Amount 
Not exceeding 24 months 
salary 
Not more than once in 
six montlis on assigned 
policies on the life of 
tile member 
1. Personnel Policy Hand L{ool<, op. cil., p. 4 
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Accident Insurance : 
Ex-Gralia Awards to Dependents of Employees : 
In case of total accident, wliilc the employee was on the duty, 
an ex-gratia award of Rs. 500/- or more decided by the Commission 
is paid to the employee's family. This amount is an addition of compen-
sation paid under the workmen compensation Act. But in non-fatal 
accident the Commission may pay Rs. 1200/- only. 
Profit Sharing Bonus/Ex-Gratia : 
The O.N.G.C. pays Bonus/Ex-gratia to its employees at the rate 
of 20?6 of actual basic pay plus dearness allowance. 
Staff Welfare Committee : 
Staff welfare coir>mittee are functioning in the commission 
at project level, to organise, maintain and improve welfare amenities for 
the staff. These amenities are of the following types : 
1. Indoor games 
2. Outdoor games 
3. Library-cum-reading room 
4. Cultural activities - like dramas etc. 
The Committee consists of a president (ex-officio), a Vice-
President, and 10 other Members. 
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The llcud of the project will bo president (cx-ofTieio), Vice-
President and members are selected annually from amongst the staff. 
The remaining 3 members are nominated by the president. For meeting 
its day to day expenditure; members contribute not less than Rs. 3/-
per head and per year. But the Commission contributes Rs.4/- per 
employee annually and other donations and other miscellaneous receipts 
to the committees by other persons. 
Sports : 
O.N.G.C. is a member of the Petroleum Sports Control Board 
and contributes Rs. 20/- per employee per year to this Board for arranging 
various meets, which are hosted by one of the member organisations. 
Assistance of Departmental and Co-operative Canteens : 
Canteens are set up in various projects of the Commission 
for its employees on departmental or co-operative basis. These canteens 
are managed by the Committees constituted for the purpose. 
Assistance in the form of subsidy and interest free loan are 
provided to the canteens. 
Fidelity Guarantee Policies : 
All stores Personnel, who handle pliysicnl stores. Cashiers, 
who handle cash, and Pharmacists, who Itandle medicine, have to obtain 
it each year. Fidelity Guarantee Policy is of the value of Rs. 3,000/-
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each. The amount of premium is reimbursed to them. 
Employment Assistance to Dependants of Deceased Employees : 
The Commission provides employment assistance as much as possible 
to the dependants of deceased employees in terms of the Government 
of India, Ministry of Labour and Employment letter No. EE. 2(22)/59 
dated 3.12.1959. The criteria made for this purpose are given below : 
1. The deceased employee should have the service of 10 years 
in the Commission. 
2. The applicant should be directly related to the deceased employer 
like, husband, wife, son daughter, unmarried dependant brotliers, 
3. Actual financial crisis should be evident and if other members 
of the family are not employed. 
4. No new post will be created for this purpose. The employment 
assistance will be provided only at the time of vacancies available. 
5. No relaxation will be given in academic qualifications but 
the age relaxation is given to the dependant. 
6. Only one person gets the employment under the employment 
assistance of deceased employment of the deceased employee 
family. 
7. If the direct dependants exceed the vacancies, preference will 
be given to those direct dependants of deceased employees 
who have rendered longer service in the Commission. 
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rncllilles to Retired limployees I)o|)ontiuiils of HoceHsod i;m|)loyees ! 
The following facilities are given to retiring employees and 
dependant of those employees who die during the service period of the 
Commission. 
Facilities 
1. Retention 
Commission's 
accomodation 
2. iWedical facilities 
in Commission's clij)ic 
3. Medical facilities 
for self on 
contributory basis 
4. Children Education 
Allowance 
5. Merit Scholarship 
To Retiring 
Employees 
4 months 
3 months 
Whole life 
Nil 
Till the end of the 
academic years 
To dependants of 
Deceased Employees 
(For the period after 
retirement/death) 
4 months 
3 months 
Nil 
Till the end of the 
academic year 
Till the end of the 
academic years. 
Special Facilities for Assam and other North-Eastern States : 
Special dislocation allowance, remote allowance for Tripura 
only, are given to employees. 
Special facilities for Bomtwy Off share Project : 
Food Compensatory allowance is paid to such employees who 
are not provided accomodation in the Commission's quest liouse/liostel, 
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on their posting/transfer, at BOP. On transfer to Uonibuy offshore 
project, employees are paid special dislocation allowance equal to one 
month's pay etc. 
Leaves : 
The Commission grants various leaves to its employees which 
are discussed below ; 
1. Casual Leave : 
The Commission provides leaves upto a maximum of 12 days 
in each Calender year to its employees for personal reasons. In case 
of employees posted in North Eastern States the Commission provides 
15 days casual leave in a Calendar year. 
2. Special Casual Leave : 
An employee who has rendered at least one year service in 
the Commission, may get special casual leave in a Calendar year as 
under. 
1. 30 days for Civil disturbance, Curfew or tratisport strike. 
2. 30 days for National/International Sports events. 
3. 10 days for inter-department/district sports. 
4. 1 day for donation of blood for that day upto a maximum 
of 30 days. 
5. 6 days for family planning. 
6. 20 days for participation of union office bearers in annual 
general meeting. 
I2S 
7. 10 days for redcrution and Association nicctiiig. 
8. 5 days for attending meeting of recognised association or 
Unior as local deligate. 
9. 30 days for event of exceptional nature. 
3. Study Leave : 
The Commission grants study leave to its employees for a special 
course studies in a professional or technical subject liaving a direct 
and close connetion with his duties. Tiie tenuie of tiiis leave siiall 
not exceed two years during the entire period of an employee's service. 
This leave is normally given to tliosc employees who liave put in 5 
years service and whose age is less than 50 years. During this leave 
period employees get salary as on half pay leave. 
4. Quarantine Leave : 
The Commission grants the quarantine leave to its employees 
due to the presence of infectious disease in the family or household 
of an employee. Tliis leave can be granted on the recommendation 
of Cublic Health Officer/Medical Officer for period of 2 1 days in gcncrnl 
case and 30 days in exceptional cases. An employee on quarantine 
leave is not considered absent from duty. 
5. Accident and Disability Leave : 
The Commission provides accident and disability leave which 
can be granted to employees when they are injured in an accident. 
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Accident uiid disubilily leave can be granted to an (Miiployec tnore than 
once if accident and disability occur repeatedly. This leave shall not 
exceed to 24 months in any case. If an employee gets compensation 
by the workmen's Compensation Act, leave salary will be reduced by 
the amount of compensation payable by the Act. 
6. Extra Ordinary Leave : 
The Commission provides extra ordinary leave to its employees. 
The period of this leave shall normally not exceed 3 months. In the 
following cases this leave may exceed from 3 months : 
1. On medical grounds supported by medical certificate; this leave 
can not exceed six months. 
2. An employee suffering from T.B., Leprosy, Cancer and mental 
illness may be granted 18 months extra ordinary leave. 
3. For study purposes, an employee can avail this leave for 23 months 
During the period of extraordinary leave, no leave salary is 
payable to employees. 
Others : 
1. Maternity leave 
2. Half pay leave 
3. Commuted leave 
4. Leave not due 
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CutiV6yaM(*§ Ueifiiburaenietit Mlowmwe i 
The Commission provides conveynance reimbursement allowance 
to its employees for maintaining car, Motor Cycle, Scooter and moped. 
The Commission also provides transport subsidy to those employees wlio 
do not get conveynance reimbursement allowance. Commission reimburses 
the taxi hire-charges of inspection staff at Bombay, Calcutta and Madras. 
The details of these are given below in table No. 7. 
Table No. 7 
CONVEYNANCE REIMBURSEMENT 
Officers 
Maintenance of Car 
Maintenance of Scooter/ 
Motor Cycle of 1.5 H.P. 
Maintenance of Moped 
Staff 
- Rs.500/- p.m. (admissible to officers 
drawing pay of Rs. 1560/- or inore in 
the pay scale of Rs. 1130-2400/- and 
above. 
- Rs. 175/- p.m. 
- Rs. 100/- p.m. 
Maintenance of Schooter/ 
Moter Cycle of 1.5 H.P. - Rs. 110/- p.m. 
Maintenance of Moped - lis. 80/- p.m. 
Transport subsidy to employees 
who do not get eovcynaiioe 
reimbursement and whose pay 
does not exceed Rs. 1,080/- Rs. 30/- p.m. 
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Reimbursement of Taxi-Hire Charges to Inspection Staff : 
Reimbursement of taxi-liire churgcs to employees of Inspection 
Branch posted at Calcutta, Bombay and Madras, is to be regulated by 
the competent authority. 
Bombay and Calcutta - Actual expenditure subject to the 
ceiling of Rs. 300/- p.m. 
Madras - Actual expenditure subject to the 
celling of Rs. 150/- p.m. 
Source : Personnel Policy Hand Book, op. cit. p. 10 
Financial Assistance : 
The Commission provides the following types of finunciul assistance 
to its employees. 
1. House Building Advance : 
The Commission provides financial assistance for house building 
to its employees. The Commission can sanction maximum of Rs. 1,50,000/-
for it at the rate of Rs.5i% on first Rs. 30,000/- and Rs. 696 beyond 
Rs. 30,000/-. The main eligibility for this assistance is a minimum 
three years service in the Commission. This amount will hf^  > "overed 
in 180 instalements. 
2. Car Advance : 
The Commission gives the fii)a(ici;i) 'ms-jst/irico for Car advance 
to those employees, whose pay is Rs. 1200/- per month and above. The 
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Commission can sanction Us.40,000/- on first occasion and Jls.3U,00t)/-
on second occasion at the rate of Rs. 55 percent. The recovery of 
this amount will be made in 100 instalments for first occasional amount 
and 75 instalments second occasional amounts in the future. 
3. Scooter, Moter Cycle Advance : 
'riie Commission provides financial assistance to its employees 
for maintaining scooter, motor cycle at the rate of Rs. 5? percent 
interest to those whose pay is Rs. 610/- or above, 
4. Moped Vicky Advance : 
The Commission provides financial assistance to its employees 
for maintaining moped vicky at the rate of Rs. 5l percent will be Rs.3,500/-
and its recovery will also be made in 70 instalments, 
5. Cycle Advance : 
The Commission provides cycle advance to its employees at 
the rate of Rs. 5i percent of interest. The eligibility for this advance 
is the maximum pay upto Rs. 580/-. This amount will be recovered 
in 10 instalments. 
6. Fan Advance : 
O.N.G.C. gives its employees, whose pay is upto Rs.580/-, 
the financial assistance for purchasing of fan at the rate of 5l percent 
interest. 
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7, L.P.G. Advance : 
The Commission provides L.P.G. advance of Rs. 400/- to its 
employees without interest. This amount will be recovered, in the future. 
8. Festival Advance : 
The Commission provides festival advance upto Rs. 350/- to 
Rs. 550/- to its employees on occasion of any festival without any interest. 
This amount will be recovered in 10 instalments. 
Conduct, Discipline and Appeal Regulation : 
The following penalties may be imposed on nri employee who 
is found guilty of misconduct or a breach of any regulations or orders 
made by the Commission or any authority empowered on its behalf : 
1. Censure, 
2. Withholding of increments with or without cumulative effect, 
3. Withholding of promotion, 
4. Recovery from pay, whether whole or part of it, of compensation 
for damage caused by negligence of tlie employee. 
5. Postponing future increments of pay, 
6. Compulsory retirement, 
7. Removal from service which shall not be disqualification for 
future employment. 
8. Dismissal from service which shall be disqualification for future 
employment i!i the Commission, and 
9. Suspension. 
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Grievance Procedure : 
The Grievance Committes are fuiictioiiiiig satisfactorily in all 
the projects of the Commission. These committees consist of two represen-
tatives of the Commission and two representatives of the employees. 
The employees can go straight to the higher authorities without seeking 
any body's permission. 
Resignation : 
Every employee of the Commission has a right to submit his 
resignation through prior notice to the Commission. An employee 
who has been declared permanent shall be required to give 
three months notice to the Commission. 
Suspension : 
The Commission can suspend any employee through a competent 
authority. An employee may be considered under suspension when : 
1. disciplinary proceedings are in pending, 
2. a case against him in respect of criminal offence is under 
investigation, inquiry or trial, 
;j. employee detained in custody for more Ui/iii 48 hrs. shall bo 
deemed to have been suspended w.c.f. data of detention,. 
4. he shall be deemed to have been under suspension w.e.f. date 
of conviction for an offence. 
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Termination of Service : 
There are three types of employees working in the Commission. 
First is temporary employees, second is employees on probation and 
third is permanent employees. All tempornry employees in the Commission 
may be terminated at any time by the appointing authority without 
mentioning any reason. During the period of probation, services of 
an employees on probation can be terminated by the Commission without 
assigning any reason. The services of the permanent employees, can 
not be terminated as that of temporary employees and employees on 
probation. A permanent employee has to be given 3 month's prior notice, 
if his services are terminated due to reduction in establishment. The 
services of an employee are terminated in accordance with the terms 
of appointment or on diciplinery grounds. 
Appeals Committee : 
An Appeals Committee has been formed at Headquarters for 
those employees whose grievances have not been settled under the normal 
procedure. This committee meets at the gap of some specific period 
at various work centres, and solves the individual grievance relating 
to their service seniority. An aggrived employee whose grievance hos been 
not solved under the normal procedure with in the 3 months of the 
date of submission of his grievance report may submit his complaint 
to joint Director (IR), Director of Personnel, Tel Bhavan, Dehradun. 
He can send a copy to the Head Office/Project, Region explaining full 
facts and details. 
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Retirement : 
Employees appointed to any of the posts like attendant, guard 
Klialasi, Sanitary cleaner, mail guest house attendant, helper, tcehnicol 
attendent and hospital attendant shall retire from the last date of the 
month in which they attain the age of 60 years. All other employees 
shall retire on the last day of month in which they attain the age of 
superannuation of 58 years. The Commission has powers to retire any 
employee after he has attained the age of 50 years. 
Conclusion : 
The manpower of O.N.C..(7. is cl/issifird in four classes as 
class 1st employees, class Ilnd employees, class lllrd employees and class 
IVth employees. The O.N.G.C. manpower is also divided into three 
main heads; (1) Engineering (2) Geoscience and (3) Administration 
and other supportive services. The Commission personnel policy includes 
following elements. 
1. Recruitment 
2. Promotion and Transfer 
3. Training 
4. Salary and wage structure 
5. Incentives and fringe benefits 
6. Welfare amenities such as housing, education and medical benefits 
etc. 
Methods of filling posts in the Commission are direct recruitment, 
promotion of employees already in the services of the Commission, 
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Borrowing the services of the persons from the Central Government 
of State Government or Public Sector undertakings (deputation basis) 
or any other method as may be adopted by the commission. But the 
main sources of the filling the posts are direct recruitment and promoting 
internal employees of the Commission. O.N.G.C. personnel policy provides 
special recruitment facilities to scheduled caste and scheduled tribes 
(SC and ST) candidates without examination fees and also provides fares 
to candidates. The Commission follows the reservation policy of the 
Government of India towards the SC/ST in this regard. 
Every new candidate will submit the following documents : 
1. Certificate of age 
2. Character certificate 
3. Oath of Allegiane 
4. Marriage declaration 
5. Medical report 
6. Attested copies of Degree/Diploma 
7. Certificate of educational qualifications 
8. Home Town Declaration 
9. Attestation Form 
10. Experience certificate 
11. Executive Record Card 
12. Certificate of SC/ST 
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Every new appointed employee shall be on probation for one year, 
The Commission's cr i ter ion for promotion is botli scinori ty and mer i t . 
The promotion of employee is decided by the proi i iot ion commit tee. 
I f the cr i ter ion is only mer i t , the promotion commit tee prepares a "Select 
List" on the basis of mer i t . If the promotion is to be made on the 
basis of seniority cum fitness, the Promotion Commit tee prepares the 
"Consolidated Seniority List". The Commission gives at least two promotions 
during the period of to ta l service. Transfer of employees is decided 
by the Headquarters. Commission can transfere any employee at any 
t ime and to any place. Normally, an employee can be posted at any 
place for a period of f ive years. Employees l ikely to ret i re can have 
choice of place. Transfers are generallydDne at the t ime of commencement 
of the academic session of chi ldren. The Commission also follows the 
policy of posting of husband and wife at the same working place or 
stat ion. Staff scales of pay are linked to the al l India Working Class 
Consumer Price Index. There is only one date of increment in the 
Commission. It is 1st January each year. 
The Commission has set up the Training and Executive Development 
Division within the campus of Kosiiav Dov Malviya Insti tute of Petroleum 
Exploration (KDMIPE) at Dehradun for training its employees. The 
Commission provides di f ferent types of training to its employees as graduate 
training programmes, induction training programmes, refresher programme, 
orientation and reorientation programmes, seminars/workshops and manage-
ment development programmes. A l l the training faci l i t ies are available 
at the training centre Dehradun. Regular training and development 
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of its employees are given high priority in llie CoMiinission. Tlie Coninii.ssion 
has trained its employees in all disciplines of vvorl< lil<e engineering, 
geoseience, managerial and computer systems. It sends its employees 
abroad for regular training. 
The Commission has scheme for recognition of meritorious 
worl< like outstanding performance in tlic tcclinicnl fields, administration 
and sports etc. The Commission provides a certificate of merit, advance 
increment and cash av/ards to deserving candidates. Tlie Commission 
has also suggestion scheme to its employees. This selieme provides an 
incentive to employees to mal<e inventions and improvements in saving 
materials, labour, production time and increase productivity, improve 
output, improvement of working conditions and safety. There are ton 
prizes to be awarded every year to employees under this scheme. The 
Commission provides conveyance reimbursement to its employees for 
maintenance of a Car, Scooter, Motor cycle and Moped at a fixed rate. 
The Commission also provides conveyance allowance to blind and orthopaedi-
cally handicapped employees who generally require physical assistance 
for going and coming from the place of thier duty. Tlie Commission 
provides house rent allowance to those employees who could not get 
accomodation in the Commission's colonies. O.N.G.C. provides travelling 
allowance, dearness allowance, city compensatory, allowance, drilling 
allowance (for project employees only), operational allowance, trip allowance, 
hill compensatory allowance, (at Deliradun only), winter allowance, hard 
duty allowance (only Bombay offshore Project), special allowance, tea 
allowance, gun allowance, washing allowance, typing allovvance, remote 
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locality allowance and overtime allowaiice. The Commission also gives 
fiiiuncial incentives like incentives for higiier quulifieulions, prol'il simring 
bonus ex-grantia, house building advance, car advance, Scooter advance, 
Motor cycle advance, Moped, Vicl<y advance. Cycle advance, Fan advance. 
Liquefied Petroleum Gas (L.P.G.) advance and Festival advance to employees 
The Commission's employees can avail casual leave, special casual leave, 
earned leave, half pay leave, leave not due, extraordinary leave, study 
leave, quarantine leave and accident and disability leave. The Commission 
provides medical facilities to its employees even including retired employees 
on the basis of some advance contribution. It provides educational 
facilities and children's education allov;ance, merit scholarship and hostel 
subsidies to its employees. 
Benevolent Fund Scheme is functioning in the Commission for 
the help of suffering families of employees due to sudden death or 
accident. The Commission pays gratuity to its employees for good 
working, faithful and efficient services in their working field. Provident 
Fund Scheme is also functioning in the Commission. Staff Welfare 
Committees are functioning in the Commission at project level. These 
committees provide in door games, out door games, library cum-reading 
room and other cultural activities facilities to the employees. O.N.G.C. 
is the member of the petroleum sport Control Board. It always inducts 
young players for various games. The Commission provides all sport 
facilities to its employees and their children at Headquarter and other 
working centres. Canteens facilities are available at Headquarter and 
in various project. O.N.G.C. provides special facilities to its employees 
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working in Assam and other North-Eastern States and Bombay offshore 
project (B.O.P.). 
Employees guilty of misconduct, may get following types of 
penalities like - Censure, withholding of increments, withholding of promotion 
postf /ning future increments of pay, compulsory retirement, dismissal 
fron service and suspension. Grievance Committees are functioning 
sat .factorily in all the projects of the Commission for resolving the 
di erences between the employees and the management. Every employee 
0 the Commission can resign through prior notice to the Commission. 
Lastly, it is concluded that the personnel policy of O.N.G.C. 
is satisfactory and gives more emphasis for the welfare of its employees. 
It provides more financial and non-finnncinl incentives to employees 
for hard work and loyalty towards the Commission. 
^r T T ^ ^ ^ ^ ^ ^ 
C H A P T E R 
PERSONNEL POLICIES AND PRACTICES AT OIL & NATURAL 
GAS COMMISSION (O.N.G.C.) 
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CHAPTER - IV 
PERSONNEL POLICIES AND PRACTICES AT O.N.G.C. 
In the preceding chapter tlie personnel policyy of Oil and Natural 
GQS Commission has been discussed in the context of the Human llcsourccs 
Development. Under the human resources development the aspects 
like, recruitment, selection, training promotion, transfers, recognition 
of meritorious wori< and suggestions regarding schemes for improvement 
have been discussed. The compensation head covers the pay scales, 
date of increment, pay fixation, dearness allowance, conveyance riemburse-
ment, conveyance allowance to blind and orthopeadically handicapped 
employees, house rent allowance, rate of house rent recovery, travelling 
allov\fance, local charges on tour, daily allowance, city compensatoryy 
allowance, drilling allowance, operational allov^ance, allowance to medical 
staff, hill compensatory allowance, winter allowance, hard duty allowance, 
special allowance, tea allowance, gun allowance, washing allowance, 
typing allowance, overtime allowance, additional cash allowance, incentives 
scheme, incentive to promote family planning, incentives for higher 
qualifications, profit sharing bonus and ex-gratia etc. Under the financial 
head the house building advance, car advance, scooter, motor cycle, 
moped, cycle and festival advance luive been discussed. 'I'hc O.N.G.C. 
personnel policy which provide for welfare facilities like compensation 
for accident while on duty, staff '..'elfarc committee, assistance to 
departmental ond co-operative canteens, fidelity guarantee policies, 
facilities for retired onii)loyees and dependents of deceased em[)ioyees. 
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uiid special fucUlties in Assuiii unci otiior noi'tii I'dslciii Slutcs, Bombay 
Offshore Project and Calcutta have discussed. Discipline, separation, 
grievance procedure and Appeal Committee has also been discussed. 
The present chapter is devoted to the personnel policies and practices 
at O.N.G.C. The study of this chapter was made on the basis of 
'QUESTIONNAIRES' and personal discussions with administrative officers 
and published literature of the Commission. 1 had sent questionnaires 
to 30 General Managers and Deputy General Managers but out of 30 
persons only 15 persons gave reply to the questionnaire. The results 
of the questionnaires are arranged in tabular from with percentage-wise 
satisfaction and non-satisfaction or positive and negative responses to 
personnel policies and practices in the organisation. 
RESULTS OF THE QUESTIONNAIRES 
Table No. 1 
1 2 
Positive % Negative % 
( Yes ) ( No ) 
1. Has the Commission Human Resour-
ces Development Department? 15 100 
2. Has the Commission surplus 
manpower ? 6 40 9 60 
3. Has the Commission shortage of 
manpower? 6 40 9 60 
4. Has the Commission long term 
manpower planning Policy? 12 80 3 20 
5. Is Advisory Council on Human 
Resources Development functioning 
in the Commission? 15 80 3 20 
Ht 
Yes % No % 
6. Have you got any promotion ? 15 100 
7. Is the transfer policy practised 
in the Commission ? 15 100 
8. Through which of the following method 
does the Commission recruit its employees? 
a) Direct recruitment 15 lOO 
b) Promotion of employees already 
in the Services of the Commission 15 100 
c) Borrowing the services of persons from 
the central Government/State Govt. 
Public Sector undertakings. 9 60 6 40 
9. Does the Commission follow direct and 
indirect methods of recruitment? 15 100 
10. Is the policy of medical examination of 
new employees practised in the Commission ? 15 100 
11. Does new entrants (newly recruited emplo-
yees) submit the following documents ? 
a) Certificate of age 
b) Character certificate 
c) Oath of Allegiance 
d) Marriage Declaration 
e) Home Town Declaration 
f) Medical Examination report 
g) Attested Copies of Degree/Diploma 
h) Certificate of Educational qualification 
i) Certificate of experience 
j) Certificate of SC/ST 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
100 
100 
100 
100 
100 
100 
100 
100 
100 
100 
100 
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12. Is the scheme of recognition of meritorious 
work practised in the Commission ? 
13. Is the suggestion scheme practised in tlie 
Commission ? 
14. Are the following training programmes, 
practised in the Commission ? 
Yes 
15 
12 
% 
100 
80 
1) 
2) 
3) 
4) 
5) 
Graduate 
Inducation 
Orientation 
Programmes 
Training 
Training 
and 
Seminars/Workshops 
Management Develoomei 
programmes 
Progrnmmcs 
Reorientation 
nt Programmes 
15 
15 
15 
15 
15 
100 
100 
100 
100 
100 
No % 
20 
15. Does the Commission provides following 
trainings to its employees ? 
1) Induction training 
2) Functioiml trQining 
3) Development training 
4) Safety training 
5) Training on environment 
6) Training on computerisation 
Communication 
7) Apprenticeship training 
8) Coaching 
and 
15 
15 
15 
15 
15 
15 
15 
9 
100 
100 
100 
100 
100 
100 
100 
60 40 
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Yes % No % 
PART - U 
16. Which of the following things are available 
to you. ir. 100 
1. Dearnes allowance If) 100 
2. House rent allowance 15 100 
3. Travelling allowance 15 100 
4. Overtime allowance 6 40 9 60 
5. Housing facilities in the colonies of 
the Commission 15 100 
6. Daily allowance 15 100 
7. Winter allowance 12 80 3 20 
8. City compensatory allowance 9 60 6 40 
9. Hill compensatory allowance 15 100 
10. Incentive for higher qualification 15 100 
11. Incentive to promote family norms 15 100 
12. Profit sharing bonus ex-grantia 15 100 
PART - III 
17. Does the Commission provide financial 
assistance for the following items ? 15 
1. House building advance 
2. Car Advance . 
3. Scooter/Motor Cycle advance 
4. Moped/Vicky Advance 
5. Cycle Advance 
6. Fand Advance 
 
15 
15 
15 
15 
12 
12 
100 
100 
100 
100 
100 
80 
80 
-
-
-
-
-
3 
3 
-
-
-
-
20 
20 
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Yes % No % 
7. 
8. 
LPG Advance . 
Festival Advance . 
PART - IV 
6 
12 
40 
80 
9 
3 
60 
20 
18. Do you get the following leaves ? 
1. Casual leave ; 
2. Special oasusal leave 
3. Half pay leave . 
4. Extra ordinary leave 
5. Study leave 
6. Accident and disability leave 
15 
15 
15 
K) 
15 
15 
100 
100 
100 
100 
100 
100 
19. Do you get medical facilities ? 
20. Does the Commission provide medical 
facilities to its retired employees ? 
21. Does the Commission provide education 
facilities to their children ? 
22. Does the Commission provide central 
school facilities to their children ? 
23. Does the Commission provide the following 
facilities ? 
1. Children's education allowance 
2. Merit scholarship 
3. Hostel subsidy 
15 
15 
12 
15 
100 
100 
80 
100 
15 
15 
15 
100 
100 
100 
20 
24. Does the Commission provide transport 
facility to school going children at 
Concessional rates or reimbursement of 
bus charges ? 15 100 
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Yes 
15 
15 
12 
% 
100 
100 
80 
No % 
25. Does the Commission provide compensation 
for accident while on duty ? 
1. In case of fatal accident 
2. In case of non-fatal accident 3 20 
26. Is benevolent fund in practice in the 
Commission ? 15 100 
27. Does staff welfare committee function in 
the Commission ? 15 100 
28. Are grievance committees functioning 
satisfactorily in all the projects of the 
Commission ? 12 80 3 20 
29. Does appeal committee function in the 
Commission ? 12 80 3 20 
30. Does the Commission promote sportmansliip 
among the employees ? 15 100 
31. Are Mahila Samities functioning in the 
Commission ? 15 100 
32. Is there any special provision for SC/ST in 
recruitment and promotion in the 
Commission ? 15 100 
33. Are cooperatives and ancilaries societies 
functioning in the Commission ? 15 100 
34. Is the lacl< of safety of the employees 
working in the production field in the 
Commission ? 3 20 12 80 
35. Is there labour unrest in the Commission? - - 15 100 
36. Does the Commission provide following 
special facilities ? 
1. Special facilities in Assam 15 lOO 
2. Special tacilities for BOP 15 lOO 
3. Special facilities for Calcutta _ _ 15 -|QQ 
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Yes % No % 
PART - V 
37. Does the Commission suspend or terminate 
the employees ? 15 100 
38. Does the Commission take the disciplinary 
action on the employees ? 15 100 
39. Does the Commission promote Hindi 
language among the employees? 15 100 
40. Does exist interview held in the Commission 
of the resigned employees? 15 100 
41. Have the Commission made arrangement 
for control of environmental pollution ? 15 100 
42. Do you feci that personnel policy of the 
Commission is in full practice ? 12 80 3 20 
Personnel Policies and Practices at O.N.G.C. : 
The Oil and National Gas Commission of India iius 44,000 personnel. 
The personnel department is headed by a Rlamber of personnel, six General 
Managerss, five Deputy General Managers, tiiree joint Directors, one 
additional director, two Deputy Directors and one Senior Deputy Director. 
The personnel department has been divided into seven sections, viz., 
planning and evaluation of personnel policies, human resources development, 
training and development, employees' services and motivation, industrial 
relations, corporate planning and security. The position and status of 
personnel members general managers, deputy general manaagers, joint 
directors, additional directors and deputy directors are the same as 
in other department of the Commission, like finance. Technical, drilling, 
exploration and natural gas. 
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Udcrulliticiil ! 
Posts or vacancies are notified to the local employment exchange, 
and also advertised in the employment news and national news papers. 
The following methods of recruitment are practised in the Commission 
which are given below : 
1. Direct recruitment 
2. Promotion of employees already in the services of the Commission. 
But borrowing the services of persons in the Central Government/ 
state Government/Public sector undertakings is not in full practice in 
the Commission. 
Newly recruited employees submit tiie following documents 
which are given below : 
1. Certificate of age 
2. Character certificate 
3. Oath of Allegiance 
4. marriage declaration 
5. Attested copies of Degree/Diploma 
(i. Ccrtlflc/ilo of ex[)cricnec' 
7. Certificate of SC/ST 
The policy of medical examinationof new employee is in full 
practice in the Commission. Every newly appointed employee must go 
under two years on probation. 
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Promotion and Transfer ; 
Promotion of employees is made on the basis of seniority-
cum-suitability. Tliis policy is in full prQcliec in the organisation. Transfer 
of the employees depends upon the desire or will of the Commission. 
The Commission can transfer any employee at any time and to any 
place. An employee is posted for five years nt n particular place. 
The transfer policy is in full practice in the Commission. 
Regional transfer,. from one geographical environment to another, 
for improve the perspective of the individual and the different types 
of work situations widen of his experience and learning. O.N.G.C. has 
practie a well formulated regional transfer scheme. 
Manpower Planning and Practices in Oil and Naturnl Gas Commission : 
It is mainly concerned with the human resource which is mare 
important because of its dynamic, challenging, sensitive and appreciative 
nature. The first logical step in this regard is generally forecasting 
the manpower in terms of numbers, levels and skills witliin the frame 
work of the corporate plan and the objectives of the Commission. In the 
rapidly changing technological environment, it is essential for any growth 
oriented organisation like O.N.G.C. to develop its personnel in terms 
of quality and quantity to easily meet the future challenges. In O.N.G.C. 
all the future requirements are determined on the basis of needs fixed 
by the corporate plan. Specific functional work plans are then determined 
and detailes of its identification of tlie work load are charted out. 
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The O.N.G.C. manpower plunuiiig has the folJowing eliaracterislics : 
1. Highly specialised manpower 
2. The availability of trained manpower lias to be reviewed in terms 
of their dispersion, disposition, performance indices, professional 
maturity, health of remaining length of service, etc. 
3. Lean Staff Agencies. 
4. Minimum required co-ordination staff. 
5. Large scale use of hired services. 
6. Greater use of computers in Management. 
The O.N.G.C. apart from many other things, has determined 
the balanced development of the professional expertise through long 
term planning and succession planning. 
The detail of manpower planning procedure and practices in 
O.N.G.C. is shown in Figure No. 2, 
1. Long Term Planning : 
The culture of corporate planning with a 20 years conceptual 
plan, 10 years operative plan, 5 years work plan and annual work plan 
has been framed in the Commission. The long term planning wil l review 
the long term growth opportunities projected and help in identifying 
future thrust areas demanding professional excellance. 
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2. Succession Planning : 
Organisational survival, continuity and durability are the main 
responsibilities of top managGmenl in O.N.C.f. Respoiisihlo top nianngcniont 
can not leave the development of future profile of its executives. 
Future management needs can be forecast and managerial resources, 
specially at mid and late career stage are determined under the succession 
planning. So O.N.G.C. has the right numbers and right l<ind of management 
executives at the right time and in right positions to provide for continued 
organisational strength. This is done through the process of management 
succession and it is practised in O.N.G.C. and it is shown figure No.l. O.N.U.C 
has already prepared the retirement profile of Executives E.O to E.8 
levels from 1988 to 2006. An analysis of lliis reveals that nearly 10,000 
executives would be retiring by the end of 2006. 
Manpower Planning Procedures and Practices in O.N.G.C. : 
Manpower planning procedure in O.N.G.C. is started from the 
corporate plan to work plan and then idenfification of work load. Again 
it siufts to technical hands and them to scrutiny by personnel and finance 
wingsj after it administration seeks approval of manpower requirement 
by the project head. Approval may be positive or negative (yes or 
no). If approved, it will forward to IV]PD at the Corporate level and 
if not then it will forward for review/discussion. Approved manpower 
planning again will shift from forward to I\1PD al c:orporate level to 
manning standards based on work study and compare with corporate 
plan/work plan. Again it will shift from corporate plan/work plan to 
1. Personnel and Administration Annual Rcpoj^, Dehrndun 1986-87, p. 16. 
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Figure No. 1 
Source : Career Planning and Development In O.N.G.C, Institute of Management 
Development, Dehradun, p. 36. 
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critical examination. If critical exuniiiiulion does not satisfy it will 
be shifted to seek clarification to conduct work study. If critical exaniina-
tion satisfies it will be recommended to corporate finance. After recommen-
dation of corporate finance it will be transferred to management for 
approval by Members and the Chairman. If not approved, it will shift 
to seek clarification and if approved, it will shift to obtain convey 
approval of the corporate plan. The detail of manpower planning procedure 
and practices in O.N.G.C. is depicted in Tigure No. 2. 
Advisory Council on Human Resource Development : 
O.N.G.C. has set up three Advisory Councils to the Chairman 
in the areas of Explloration, Management and Corporate Policy and 
Human Resource Development. These Councils generally meet at least 
once in 3 to 4 months and consider carefully the various policy issues 
for making suitable recommendations which iielp the management taking 
effective decisions. These councils are constituted with eminent people 
having a distinguished record of service in allied areas. O.N.G.C. Chairman's 
Advisory Council on Human Resource Development had its third meeting 
at Tel Bhavan on Nov. 15, 1988. The Council has been formed with 
n view to provide for the Commission the expertise and experience 
of professionals from industrial, managerial and academic spheres. Through 
regular interaction with O.N.G.C. top management, they are to guide 
tlie Commission in formulating dynamic, iiuman resource development 
policies. This meeting had to participation of distinguished members 
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1. MONsors IM). (liipiM 
2. N.P. Dhusia 
3. V. Rnjmnnujnchari 
4. R. Srinivason 
5. Brig. S.C. Vyas 
7. Chairman and Vice Chairman of O.N.G.C. 
7, Shri Vasant Sathe 
8. Chairman and Managing Director of Great Eastern shipping. But 
it is clear from the above table that Human Resource Development 
Advisory Council is not functioning in the Commission. 
O.N.G.C. is a high technology, high risk and high cost organisation 
in the country, so the commission plans cautiously its manpower requirement 
and selection. At present, the objective is to have zero growth ra te 
of manpower. Need has also been felt to revise manpower norms in 
operational and non-operational areas. How manpower norms on drilling 
rigs both onland and offshore areas have been revised from time to 
time is clear from table No. 2. A comparision of earlier and new manpower 
norms is as follows and it will help toacliieve the objective ofzero growth 
rate of manpower. 
Table No. 2 
SI. Types of Rigs. Manpower Strength on Drilling Rig'" 
lilnrly Norms New Norms 
1 r.lectrical Rig (Isolated) 
2 Mechanical Rig (Isolated) 
3 Electrical Rig (Clustered) 
4. Mechanical Rig (Clustered) 
5. Drilling ship 
6. Jack-up Rig 
85 
77 
66 
58 
76 
75 
64 
64 
57 
57 
75 
75 
Source : Annual Report 1986-87, p. 81. 
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I3ircctoratc of Manpower Uevclopmeiit : 
In the O.N.G.C. a full fledged Dircetorntc of Mnupowcr Develop-
ment attached with the corporateplan has been set up. The responsibilities 
of this Directorate are to involve the personnel in Manpower Planning 
and to execute the Manpower Development programmes. The Department 
of Manpower Planning comprises qualified engineers who are trained 
in modern industrial engineering tcciiniquGS. I'his dcparlmciil continuously 
attempts to build up long and short range manpower plans for the 
Commission as a whole which include not only numbers, levels nnd skills 
but also the areas of identifying the training needs, career planning, 
recruitment and promotion plans. The department maintains a complete 
inventory of officers on index as well as on computer files. Through 
this instrument, individual as well as group data of age, qualifications, 
experience, expertise, mobility and health are identified. The manpower 
planning group has small sub-!groups in it wlio involve themselves in the 
study of individual work sites, periodically in all the 30 geographical 
work centres of the Commission. These groups also study work situations 
in highly technical functions of Geology, Geophysics, Drilling, production, 
Reservior Engineering, Computer services, structural Telecommunication 
Electrical, Mechanical, Civil, Electronics nnd Instrumentation Engineering 
etc. Further, their investigations ore directed in tlic areas of Financial, 
Material and Personnel Management. Tlie officers of manpower planning 
division are generally assigned to various programmes of manpower planning 
and industrial Engineering Techniques and their development at various 
management institutes where they get an opportunity to understand 
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llic prucliccs followed in other industries (IIKI orgdiiisalioiis. 
Major Variables Affecting Career Planning : 
Since career planning is a two-way process, the variables affecting 
career planning fall into two categories, namely, individual variables and 
organisational variables. Individual variables are such factors as education, 
family, experience, friends and self perceptions, job posting, career 
planning workshops, life planning, workshops, individual career analysis 
and planning career aspirations and performance appraisals. Organisational 
variables are managerial judgement, experience, perceptions of opportunities, 
assessment of individual abilities, views of organisational needs and 
future changes, goals and standard, day to day interactions, assessment 
centres/counselling, individual appraisal and development counselling, 
position profiles and performance appraisal. These are depicted in Figure No.3 
It can be seen that all these variables are interlinked with one another 
and become relevant at different points of time. Many of the activities 
mentioned in the diagram are being practised in O.N.G.C. 
Career Stages For O.N.G.C. Executives : 
In order to evolve career development programmes one must 
consider the changing needs of the individuals at different stages of 
the career. A four-stage model has been found |)racliscd in O.N.G.C. 
for career piatining. The various stages arc as follows : 
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Figure No. 3 
Source : Career Planning and Development in Q.N.G.C., Institute of 
Mdiiiigciiiciit Dovclopmoiil, Doliruduii, p. C. 
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1. Exploration Stage (Pre-recruitment Stage) : 
For prospective candidates, emphasis is given on dissemination 
of cnrecr iiiformntion, institutiods and motiv/ition in torins of scliolnrsliip 
etc. to attract briglit human talent. 
2. Early Career Stage : 
At the early career stage of executives at E.I, E.2, E.3 level 
emphasis is given on job rotation from job as well as geographical placement 
point of view. Identification of high performers and job related skills. 
3. Mid Career Stage : 
Mid career stage is covered by 40 years to 55 years age of 
executives at E.4, E.5 and E.6 level and emphasis is given on experience 
consolidation, career surveys and career ciioice in terms of specialist/ 
generalist. 
4. Late Career Stage : 
Late career stage of executives at E.7 and E.8 level covere 
55 years to 58 years of age and emphasis is given on super specialist 
and key post occupants in management hicrarciiy. The above four stages 
are practised in O.N.G.C. and they are shown in Figure No. 4. 
Training Objectives 
The training objectives, which emerge out of the corporate 
objectives and plans as well as analysis of troining needs, arc ns follows 
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Figure No, 4 
Source : Career Planning and Development in O.N.G.C, Institute of 
Management Development, Dehradun, p. 8. 
160 
1. To institutionalise tlie culture of excellence. 
2. To develop managerial and professional effectiveness of executives 
to enable them to perform their role at various levels. 
3. To develop scientists and engineers for mastering emergent technologies , 
4. To enable every individual to achieve growth of his own personality 
to the full extent. 
5. To supplement the efforts of organisation development. 
Analysis of Training Needs : The training nees are identified by carrying 
out three types of analysis : 
1. Organisational Analysis 
2. Operational Analysis 
3. Personnel Analysis 
In addition to (1,2,3) many other sources are used in O.N.G.C. 
to identify tlie training needs. These are as follows, 
i) Manpower Forecasts 
ii) Technology Forecasts 
iii) Forecast of organisation structures 
iv) Finding of attitudinal survey and opinion survey (A) 
v) Advances in the field of management and behavioural sciences 
relevant to O.N.G.C. 
. vi) Feedback of various training programmes already conducted 
Training and Training Programmes 
The following training programmes are practised in the commission 
which are given below : 
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1. OraOuule Truiiiliig I'i'ogi'tiiiiiiies 
2. Induction Training Programmes 
3. Orientation and Reorientation Programmes 
4. Seminars/workshops 
5. Management Development Programmes 
The collowing types of training are practised in the Commission : 
1. Induction Training 
2. Functional Training 
3. Development Training 
4. Safety Training 
5. Training on computerisation and communicntion 
6. Training on environment 
7. Apprenticeship training 
But coaching is not fully practised in the Commission. 
Evolution of Training Programmes in O.N.G.C. : 
Evaluations are important because the evaluated feedback helps 
in the design of future programmes niid dctcriniiies that programmes 
met organisational and individual needs-
Criteria of Evaluation : 
Four kinds of criteria are followed while evaluating training 
programmes : 
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1. Reaction 
2. Learning 
3. Behaviour 
4. Results 
Reactions : 
How much did the trainees like the programmes ? Did they 
feel that the information was worthwhile ? Was it present in a meaningful 
and interesting way ? These reactions are obtained by participants 
through a complete simple questionnaire at the end of training. 
Learning : 
To what extent did the trainees learn and retain the information 
presented in the training programmes. The traditional evaluation method 
is adopted for evaluation of learning like true-false questions, multiple 
choice questions, and essay writings, etc. 
Behaviour : 
To what extent did the behaviour of the participants change 
as a result of the programme. Cliangc in bcliaviour is assessed by 
two methods, first, by using a simple self report questionnaire; second, 
changes in behaviour are assessed by the observation of others. Supervisors, 
for example, are assessed by their superiors or their subordinates. 
Results : 
What is the result of the training programmes conducted? llow 
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has it improved organisational performance ? Critical analysis of the 
performance in the form of management audits in various areas is on 
the cards and tlie feedback obtained from sucli inanagcmciU audits will 
be utilised for further redesigning the programmes. Four yardsticks, 
viz, reaction, learning, behaviour and rostiUs arc being practised in 
O.N.G.C. for evaluation of training programmes. 
Personnel Information Systems in Practices in O.N.G.C. (Communication): 
Today O.N.G.C. has about 44,(){)() employees consisting of 15000 
executives and 29000 staffs. In order to have quick decision making 
regarding the training, manpower planning, promotions, transfers and 
placement, etc. at present, O.N.G.C. have a strong personnel information 
system. O.N.G.C. maintains two data bases, viz., executives biodata 
systems and manpower inventory system. The executive biodata system 
includes the qualifications, specialised training, career growth, placement, 
assignments carried out in India and abroad, membership of professional 
institutions and details of research papers published, etc. The manpower 
inventory includes the whole strength of manpower in O.N.G.C, business 
groupwise, regionwise, projectwise, disciplinewise, classwise and pay-scale 
wise. The data is updated on quarterly basis. 
Integrated personnel management information system is pooled 
by the following subjsystems : 
1. Career Planning sul3.-system. 
2. Manpower planning and forecasting suJa-system 
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3. Placement sub-system 
4. Training planning and execution sub-system 
5. Performance appraisal sub-system 
This is strictly practiced in O.N.G.C. for integrated personnel 
management information system. 
All these sub-systCHis urc connected to c/icli otiicr with Qti 
interactive software support. The top managers as well as the working 
level personnel and administration executives to use these systems at 
any time, for any information. The flow diagram representing the linkages 
is placed below in Figure No. 5, Personnel and Administration executives 
are given training in computer awareness, systems analysis, design and 
implementation, so that the trained executives are in a position to advice 
the computer personnel clearly in designing their specific computerisation 
projects. 
Performance Appraisal System in O.N.G.C. : 
The performance appraisal in O.N.G.C. is done only once a 
year (for the period-January to December). The three sub-systems followed 
in O.N.G.C. are very different from one another. The system for the 
joint Director and above covers a self-assessment form for officers 
regarding job, job environment and problems, etc. 'I'he other factors 
assessed and personality, leadership, responsibility, im'tintive and innovative-
ness, etc. The other system for remaining oxccutivos also lias n provision 
of self assessment and he is judged on his professional ability, administrative 
ability and qualities like obedient and personality, etc. The performance 
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Figure No. 5 
Source : Career Planning and Development in O.N.G.C, Institute of 
Management Development, Dolirndun, p. 59. 
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for other employees is assessed on the basis of their regularity, punctuality, 
disciplines and work habits, etc. 
Key Elements of Performance Appraisal in O.N.G.C. : 
The key elements of performance appraisal system in O.N.G.C. 
are as under : 
1. Human performance 
2. Performance appraisal 
3. Performance related criteria 
4. Performance measures 
5. Employee feedback 
6. Employee records 
7. Personnel decisions 
The key elements of performance appraisal system as practised 
in O.N.G.C. are shown in Figure No.6. Performance appraisal in O.N.G.C, 
is of • confidential nature. All the profile of the performance appraisal 
is forwarded to the Institute of Management Development for organising 
training programmes and outstanding performances are brought to the 
notice of Members and the Chairman. 
Performance Appraisal Report : 
Performance appraisal has been introduced in the Commission 
for 1st and Ilnd class employees. Merit rating scheme (graphic rating 
scale method) has been followed for it. All records are preserved by 
« 5 
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the personnel department and it is helpful at the time . of promotion 
to the next higher post. But the writing of performance appraisal reports 
and its final submission are delayed due to the executives not giving 
their self-appraisal on time to their reporting officers. The delayed 
in submitting the performance appraisal report creates hindrances in 
career growth of employees and also causes low efficiency of the organisa-
tion. Performance appraisal reports indicate the strength and weakness 
(if any) of the employees like training needs and problems faced in 
work-situations. It is therefore essential to write it properly and to 
submittit on time. 
Suggestion Scheme : 
The suggestion scheme was introduced in the Commission in 1984. 
But the suggestion scheme is not fully practised due to the lack of 
proper publicity and apathy of controlling officers to motivate the employees 
in this regard. 
General Welfare Measures in Practices in O.N.G.C. : 
Welfare measures relating to education of employees' children 
medical service, housing, travel, sports, social obligations etc. have 
been practised all over the O.N.G.C. broadly on the pattern of similar 
inrnstirrs ntloptctl by the t'rnlriil (lovornninnt lor thrir ptiiployccM, 
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Accommodation : 
Accommodation.is provided by the commission in owned houses 
and leased houses. For example, an employee on arrival in Bombay 
on transfer, first faces the major problem of housing or accommodation. 
Since housing position is very acute and one can not get easly a private 
house on rent. O.N.G.C. does not allow him to live directly anywhere. 
The Commission provides him immediately on arrival free accommodation, 
in its transit camp or in some hotel. In addition, he also gets Rs. 8/- per 
head per day as food allowance. Then he has the opportunity of getting 
a private house which will be leased by the O.N.G.C. without any mental 
disturbance of waiting for his turn for a house owned by the commission. 
But he does not lose the right to get a commission owned house. However, 
an employee has no problem in getting accommodation by himself, and 
he is reimbursed house rent to the extent of 30% of his pay. 
The Commission has. nearly 10,000 owned houses all over the 
country and is trying to construct more houses for its employees so 
that they do not face the accommodation problem in the future. 
Medical Facilities : 
The O.N.(I.e. hospital in Dchradun w/is built nl a cost of around 
Us. 14 eroi'cs. The liospilul has a staff of liigiily qualified doctors 
in almost every field of midicai science and is fully equipped witli the 
most modern and sophisticated equipments. A new scheme has been 
1. O.N.G.C. Reporter, Dehradun, Oct - Dec. 1988, p. 30. 
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introduced to meet the total health needs of the employees. The periodical 
medical examination scheme has been started initially to cover employees 
above the age of 50 years. 'I'horougli clinical examinations are carried 
out to discover diseases at the riglit time such as concer, diabetes and 
heart problems, so that they are treated before full damage has tal<en 
place. The best medical facilities are available in Bombay for offshore-
projects' employees. The medical facilities are available here in the 
most upto date and modern hospitals like Jaslok and Bombay Hospitals. 
The quantum of medical advance for indoor treatment in Bombay offshore 
project is exactly double the amount allowed elsewiiere in the Commission. 
The Commission has also provided medical facilities to its retired employees 
on the basis of voluntary advance contribution by the employees. It 
is clear from the above that medical facilities are strictly practised 
in the Commission. 
Transportation : 
Officers and staff get conveyance reimbursement every month 
for maintenance of car, scooter, moter cycle or moped, at a fixed rate 
determined by the Commission. Transport subsidy of Rs. 30/- per month 
is granted for those employees who do not get conveyance allowance 
reimbursement and whose pay does not exceed lis. 1,080/-. Reimbursement 
of taxi hire charges to employees of Inspection Rrancii posted at Bombay, 
Calcutta and Madras is made by the Commission. Conveyance allowance 
is also provided by the Commission to all blind and orthopaedically 
handicapped employees who generally require physical assistance for 
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going to and coming from tiie place of their duty. Travelling allowance 
to the employees and Bus/Transport facilities are provided to their school 
going children at a concessional rate. 'I'liis is fully practised in O.N.G.C. 
A Benevolent Fund Scheme with very nominal monthly contribution 
from each employee has been in practice now for more than five years. 
Under this voluntary scheme, the interests of the employees and their 
families are tai<en care of in times of distress such as clironic diseases 
like T.B., Cancer, and death, etc. Similarly, a group insurance scheme 
is in practice to safeguard the interests of the employees who have 
the misfortune of facing the disaster of suddenly losing their bread-
earners. 
Educational assistance in the form of central schools, reinbursement 
of tution fees, grant of merit scholarships, hostel subsidies and incentive 
for higher qualifications are being practised liberly. But the children's 
education facilities are poor in the Commission. Sports are promoted 
and cultural and literary activities are practised and encouraged in the 
Commission. 
The various allowances are like daily allowance, travelling 
allowance, city compensatory allowance, drilling allowance, operational 
allowance, hill compensatory allowance, winter allowance, hard duty 
allowance in Bombay offshore project, tea allowance, gun allowance, 
typing allowance, remote locality allowance are strictly proctised in 
the Commission. 
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Financial Assistance : 
The following financial assistance is provided for the personnel : 
1. House building advance 
2. Car advance 
3. Scooter advance 
4. Moped/vicky advance/Motor cycle advance 
5. Cycle advance 
6. Fan advance 
7. L.P.G. advance 
8. Festival advance 
But financial assistance for the employees in the form of house 
building advance, car advance scooter advance/I\Iotor cycle advance 
and Moped/Vicky advance has been fully practised in the Commission 
except cycle advance, fan advance, L.P.G. advance and festival advance. 
Welfare : 
Welfare measures like casual leave, special casual leave, half 
pay leave, commuted leave, leave not due, extra-ordinary leave, study 
leave, Quarantine leave, accident and disability leave are practised in 
the Commission. Medical facilities are available to all employees in 
various hospitals and dispencaries. Retired employees may also avail 
themselves of the medical facilities on the basis of some advance contribu-
tion to the Commission. 
173 
Stuff wolfurc commillcos luivc been set ii[) in various projucts 
of the Commission to organise, maintain and improve various welfare 
amenities of the staff. Assistance to departmental and cooperative 
canteens, fidelity guarantee policies, gratuity and bonous ex-gratia at 
the rate of 20 percent of pay are existing in the Commission for the 
employees' welfare and for creating a sense of bclongingncss in tlic organi-
sation. But the grievance committees are not functioning satisfactorily 
in all the projects of the Commission. 
Special Facilities : 
Special facilities in the form of leave fare assistance, special 
dislocation allowance, casual leave and remote locality allowance are 
practised in the Commission for the wori<ing places of Assam and Bombay 
offshore project (BOP). But these facilities are not in practice for 
the working people in Calcutta. 
Disciplines : 
In O.N.G.C. discipline is stricity practised in all spheres of 
the regulations. The grievance committees are not v;ori<ing satisfactorily 
in all the projects of the Commission to resolve the grievances of the 
employees. Similarly an appeals committee has also been in operation. 
As per clause 13 of the Memorandum of settlement 1983 between 
the Management and Unions, all employees covered under it are required 
to compulsorily wear uniforms while on duty. This uniform is issued 
by the Commission. Most of the employees are issued 
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cloth for uniform and paid stitching charges but the employees do not 
properly wear uniforms on duty. It has however been observed that 
the employees in O.N.G.C. do not realise the importance of discipline 
while on duty and which performing their assigned job. 
At Headquarters for removing the grievance of an individual 
employee on the failure of grievance committee attempts. This committee 
deals with the individual grievances relating to service matters like, 
salary, leave, promotion, transfer, seniority etc. 
The Commission has been practising the policy of reservation 
in recruitment, promotion and welfare measures for SC/ST. Special 
recruitment policy is also being practised for SC/ST candidates. SC/ST 
candidates are interviewed separately. Relaxation is granted in the 
standards of recruitment, age, qualifications experience and fees etc. 
Use of Hindi language in official work in O.N.G.C. is practised as the 
same is the national policy. Employees are being encouraged to use 
it more and more in their official work. 
CONCLUSION 
Manpower planning in the O.N.G.C. is practised in order to develop 
its manpower in terms of quality and quantity and to effectively meet 
the future requirements and ohnllcnRPs. In O . N . ( K ( \ all the fiituro 
requirements are determined on the basis of needs considered by the 
long term corporate plan. No post in the commission is created witliout 
scrutiny at multiple levels by professional liands. Periodic updating 
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and review of manning standards as well as comparison with international 
manning norms are regularly practised in the Commission. The Commission's 
manpower planning has the following basic features : 
1. High specialised basis of manpower 
2. Lean staff agency 
3. Minimum required co-ordination staff 
4. Large scale use of hired services 
5. Greater use of computers and optimum use of manpower 
Long term planning like corporate plan, operative plan work 
plan and annual work programme have been in full operation in the 
Commission. Succession planning is also practised to ensure that the 
Commission has the right number and right kind of management executives 
at the right time for continued organisational strength and success. 
Tiie Commission has Advisory Council on Human Resources Development 
but it is not functioning satisfactorily. This Council consists of eminent 
personalities in their respective fields. The main objective of this council 
is to provide expert knowledge to the Commission. 
Major variables affecting career planning in tlie Commission 
are of two tyes (1) Individual variables and (2) Organisational variables. 
Individual variables include education, family, experience, friends and 
self perception, the posting, career planning work shop and performance 
apprnisnl, orgunisalional variables urc management judgement, experience, 
perceptions of opportunities, assessment of individual abilities, views 
of organisational needs and future changes. A four stages model is being 
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practised in the Commission for career planning. The various stages are 
as follows : 
1. Exploration stage (Pre-recruitment stage) 
2. Early career stage 
3. Mid career stage 
4. Late career stage 
The following methods of recruitment are practised . in the 
Commission : 
1. Direct recruitment 
2. Promotion of employees already in the service of the Commission. 
But borrowing the services of persons from the Central Government 
State Government, public sector undertaking is not in ful l practice in 
the Commission. Every newly appointed employee must submit the 
following electrostat and attested documents to the appointing authority : 
1. Certificate of age 
2. Character certificate 
3. Oath of allegiance 
4. Marriage declaration 
5. Attested copies of degree/diplomas 
6. Certificate of experience 
7. Certificate of SC/ST 
The reservation policy for SC/ST candidates is in full practice 
in the Commission. The medical examination of new employee is aslo 
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in full practice and every new employee must also go in for probation 
for two years. But this period can be extened to one year more if 
work of the employee during the probation period is not satisfactory. 
Promotion of employees is done on the basis of seniority cum 
suitability. This promotion policy is in full practice in the Commission. 
The Commission can transfer any employee at any time at any place. 
An employee can be posted for maximum five years at a particular 
place. The transfer policy is also in full practice in the Commission. 
The Commission has the following types of training programmes : 
1. Graduate training programmes 
2. Induction training programmes 
3. Orientation and re-orientation programme 
4. Seminar/workshops 
5. Management development programme 
The following types of training are practised in the Commission 
for tlie employees : 
1. Induction training 
2. Functional training 
3. Development training 
4. Safety training 
5. Training on computerisation and communication 
6. Training on environment 
7. Apprenticeship training 
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Uul couc'liiiig for tliG employees is not piuvidecJ by llie Co^iiiMissloii. 
The main objectives of the training programmes of the Commission 
are as under : 
1. To institutionalise the culture excellence . 
2. To develop managerial and personnel effectiveness of the executives 
as well as other personnel . 
3. To develop scientists and engineers for mastering emergent technologies 
4. To enable every individual to achieve the growth of his own personality 
to the full extent • 
5. To supplement the efforts of organisational development. 
6. To ensure higher output and good quality. 
7. To reduce the number of accidents. 
8. Low spoilage rate. 
9. Better use of resources. 
10. Management by exception. 
11. Continuous normal functioning of the organisational activities. 
12. Introduction of latest methods and technologies. 
Today the Commission has about 44()()() employees consisting 
of about 15000 executives and 29000 other staff. For quick decision 
making regarding training, promotion, transfer and placement, etc, a 
strong personnel information system is in operation in the Commission. 
It includes the executives biodata system and manpower inventory system. 
Computerised communication system in public and Admnistralion (P and A) 
is practised at the Headquarters and otiicr rogion/il ccMilrcs. 
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The performance appraisal system in O.N.G.C. is practised 
only one in a year. It is also confidencial in nature. But the writting 
of performance appraisal reports and its final submission are delayed 
due to the executives not submitting their self-appraisal in time to 
their reporting offices. 
The Suggestion scheme for employees motivation was introduced 
in the Commission in 1984 but the scheme is not in full practice due 
to the lack of proper publicity and due to apathy of controlling officers. 
The following types of allowances and incentives are offered by the 
Commission : 
1. Dearness allowance 
2. House rent allowance 
3. Travelling allowance 
4. Housing facilities in the colonies of the Commission 
5. Daily allowance 
6. Hill compensatory allowance 
7. Incentive for higher qualification 
8. Incentive to promote family norms 
9. Profit sharing bonus ex-gratia 
But the overtime allowance, winter allowance and city compen-
satory allowance are not in vogue in the Commission. 
Financial assistance in the form of house building advance, 
car advance, scooter advance, motor cycle advance and Moped/vickey 
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advance is offered by the Commission but the cycle advance, fan advance, 
L.P.G. advance and festival advance are not in operation. A benevolent 
fund scheme and a group insurance scheme are being fully practised 
in the Commission. 
Casual leave, special casual leave half pay leave, commuted 
leave, leave not du^, extraordinary leave, study leave, quarantine leave 
are allowed in the Commission. 
The Commission's medical policy for employees and also retired 
employees are in full operation but the children's education policies 
and facilities are very poor in the Commission; special facilities are 
provided for a position in Bombay or Assam, but not in Calcutta. Staff 
welfare Committees, promotion of sports, assistance to departmental 
and cooperative canteens are also operative in the Commission, Mahila 
Samities are functioning satisfactorily in the O.N.G.C. Appeals Committees 
and Grievance Committees are not functioning properly in the Commission. 
The suspension and termination policy is practised in the organisation. 
The Commission promotes Hindi language among the employees. Discipline 
among the employees is nto very strict for example, they do not wear 
proper uniforms. In conclusion we that may say personnel policies are 
not fully practised, nevertheless industrial relations are quite cordial, 
and tliere is no labour unrest in the Commission. 
C H A P T E R - V 
A CRTICAL EVALUATION OF PERSONNEL POLICY OF OIL & 
NATURAL GAS COMMISSION (O.N.G.C.) 
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CHAPTER - V 
A CRITICAL EVALUATION OF PERSONNEL POLICY OF O.N.G.C. 
In the preceding chapter the personnel policy and practices at 
t 
Oil and Natural Gas Commission has been discussed in the context of 
the Human Resources Development. Under the human resources development 
the aspects like, recruitment, selection, training, promotion, transfers, 
recognition of meritorious work and suggestions regarding schemes for 
improvement have been discussed. The compensation head covers the 
pay scales, date of increment, pay fixation, dearness allowance, conveyance 
riembursement, conveyance allowance to blind and ortliopeadically handi-
capped employees, house rent allowance, rate of house rent recovery, 
travelling allowance, local charges on tour, daily allowance, City Compen-
satory allowance, drilling allowance, operational allovv'ancc, allowance 
to medical staff, hill compensatory allowance, winter allowance, hard 
duty allowance, special allowance, tea allowance, gun allowance, washing 
allowance, typing allowance, overtime allowance, additional cash allowance, 
incentives scheme, incentive to pronioto family pl/uiiiiiig, incentives 
for higher qualifications, profit sharing bonus and ex-gratia etc. Under 
the financial head the house building advance, car advance, scooter, 
motor cycle, moped, cycle and festival advance have been discussed. 
The O.N.G.C. personnel policy which provides for welfare facilities like 
compensation for accident while on duly, staff welfare cotnmittcc, assistance 
to departmental and co-operative canleciis, lideiily guarantee policies, 
facilities for retired employees and dependents of deceased employees, 
and special facilities in Assam and other north Eastern Statues, Bombay 
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offsliorp Projppt find Cnlcullln hnvo fli,soiissofl. Discipliiio, popfirntioii, 
grievance procedure and Appeal Committee has also been discussed. 
In this chapter, an attempt has been made to after a critical review 
of the existing personnel situation and evolution of the related policies 
which have relevance for the future. The manpower planning and policies, 
training and development, employees compensation and welfare, industrial 
relations, computerised personnel information system, special studies^ 
welfare of scheduled caste/scheduled Tribes, promotion of Hindi and 
vigilance/security, discipline and safety management policy have been 
evaluated in this chapter. 
1. Personnel Management Policy in 0-N.G.C. : 
The personnel policy of O.N.G.C. is concerned mainly with 
the human resources development, recruitment and medical examination 
of employees, recognition of meritorious works, scales of pay, dearness 
allowance, date of increment, pay fixation, conveyance reimbursement, 
conveyance allowance to blind and orthopaedically handicapped employees, 
house rent allowance, rate of house rent recovery, travelling allowance, 
local charges while on tours, daily allowance, city compensatory allowance, 
operational allowance, allowance to medical staff, winter allowance, 
hard duty allowance in Bombay offshore project, special allowance, 
tea allowance, gun allowance, washing allowance, overtime allowance, 
typing allowance, incentive scheme, incentive for higher qualifications, 
promotion, transfer, training. Financial assistance provides by the 
Commission is for house buildingg advance, car advance scooter, motor 
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cycle advance, fan advance, etc, Personnel policy provides the following 
welfare facilities to its employees like casual leave, special casual leave, 
earned leave, half pay leave, leave not due, oxlru-ordinury leave, study 
leave, accident and disability leave, maternity leave, leave-fare assistance, 
holiday homes, medical facilities to retired employees, education facilities, 
compensation for accident while on duty, house accommodation, staff 
Welfare Committee, sports, assistance to departmental and co-operative 
canteens, facilities to retired employees and fidelity guarantee policies. 
Special facilities are provided by the Commission for employees in Assam 
and other North Easter States, for employees in for B.O.P. and in Calcutta. 
The personnel policy also covers the discipline, suspension, grievance 
procedure, appeals committee, resignation, termination and retirement 
of the employees in the Commission. 
The main objectives of personnel policy of O.N.G.C. are : 
1. By mutural love for and confidence in each other, follow a 
participative style of management, to ensure good working and living 
conditions, job satisfaction, "jemoluments and career growth commensurate 
with individual group, performance and the Commission's growth, respect 
for each individual, goodwill, friendship, understanding and team work 
amoing?t all employees. 
2. To induct the best available men and women for the Commission's 
business. 
1. Personnel and Administration Annual Report, Dehradun, 1987-88, 
p. 4. 
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3. To oiif^ui'o the ooiiliniioii.N dovflopiii'Mit of nil (Miiiiloyoe.M and 
make optimum use of both human and material resources of the Commission. 
4. To evolve an organisation with clearly enunciated objectives 
and policies where individuals and groups, consistent with the Commission's 
social and business objectives, will have prolcssional freedom to function 
in accordance with their abilities, resourcefulness and initiative. 
5. To ensure successful execution and implementation of the personnel 
policy, the management philosophy aims at being 'fair, friendly and 
firm' towards all employees, bringing about discipline at all levels. 
Manpower Planning and Policies : 
Manpower planning is very important for a successful organisation 
because it balances the manpower in all sections, departments and all 
working areas of the organisation. The future forecasting of manpower 
requirements depends on it. Overstaffing, surplus and shortage of manpower 
is adjusted through it on the other jobs for the maximisation of profitability 
and productivity. Today the O.N.G.C. have 44000 manpower. Its manpower 
is classified among the four classes, Class-I employees, Class-II employees, 
Class-Ill employees and Class-IV employees. The Commission is the 
largest profit making public sector undertaking in the country today. 
The main cause of its success is its personnel. O.N.G.C. have some 
eminent personalities among experts and specialists in the areas of Geology, 
Chemistry, Mathematics, Geophysics and management fields. Today 
the O.N.G.C. manpower is the greatest asset for O.N.G.C, itself as 
well as for the country. 
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To meet the requireineiils ol niuiipowei', revised Manpower 
Norms for operation of drilling rigs have been approved and implemented. 
To achieve optimal utilisation of the existing human resources, special need-
based studies are being carried out regionwise. To meet the challenges 
of the future, O.N.G.C. has to diversify its activities with zero manpower 
growth. To identify specific areas, the National Institute of Training 
for Industrial Engineering (NITIE), Bombay has been assigned tlic Consultancy 
for preparation-Of job description/specifications, role clarity and job evaluation 
for individual group of operations in the effort to ensure accountability 
and consequent improvement in efficiency, in respect of both executives 
and staff of the Commission. The latest trend in manpower is shown 
in the following Table. 
Table - 1 
POSTS CREATED DURING THELAST 4 YEARS, CLASSWISE 
1. For new works/units : 
Year Class-I Class-U Class-lU Class-IV Total 
56 
12 
2. For expansion of existing works : 
1984-85 192 14 
1985-86 28 1 
1986-87 89 
1987-88 15 
Source : Personnel and Administration Annual Report, Dehradun, 1987-88, p. 9. 
1984-85 
1985-86 
1986-87 
1987-88 
533 
31 
349 
1513 
387 
162 
973 
1107 
320 
24 
196 
140 
143 
-
17 
-
20 
12 
13 
-
1119 
193 
1351 
2620 
546 
65 
298 
155 
186 
Tuble No. 1 shows the cldN'^ wi':'' po l^-^  ('i'e(il(n] (or now woi'ks/uiiils 
and posts created for expansion of existing works/units from 1984-85 to 
1987-88. The total posts created for new units were 2620 in 1987-88. 
The maximum number of the posts created for it was 1513 in category III 
of employees during 1987-88. The total posts created for expansion 
of the existing unit was 546, 65, 298 and 155 in 1984-85, 1985-86, 1986-87 
and 1987-88. The maximum number of posts created for this purpose 
was 140 of class 111 category of employees in 1987-88. The above table 
shows that the maximum number of posts created for both new works/units 
and expansion of existing unit was in class III category of employees 
in 1987-88. 
TABLE - 2 
BUSINESS GROUPWISE/CLASSWISE OF MANPOWER AS ON 1.4.1988 
Category 
Class - I 
Class - II 
Class - III 
Class - IV 
Total 
Source : t 
E.B.G. 
fiUed 
in 
4160 
412 
2896 
902 
8370 
fVnnual Report, 
O.B.G. 
fiUed 
in 
2223 
863 
5688 
993 
9767 
1987-88, 
D.B.G. 
fiUed 
in 
2874 
715 
5323 
767 
9679 
T.B.G. 
filled 
in 
1936 
880 
5466 
1920 
10202 
op. cit., p. 10. 
Common 
Services 
filled in 
1995 
288 
3027 
1572 
5982 
Total 
12,288 
3,158 
22,400 
6,154 
44,000 
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'I'ubic No. 2 shows business gi()\ipvvis(' niul cliisswlst' mimpowci' 
position as on 1.4.1988. 8370 employees were engaged in the exploration 
business group while the operating business grou|) liad 1967 employees. 
Tlie Drilling business group and the technical business group had 9679 
employees and 10,202 employees respectively. The common services 
group had 5982 employees. Among the five business groups, technical 
busintos yi'oup has the highest number of manpower. The maximum 
number of employees got employment in class 111 category of jobs. 
TABLE - 3 
FILLED IN POSITION OF iVlANPOWER FROIVi 1980 to 1988 
Column 
class 
1 8 10 
1980 1981 1982 1983 1984 1985 1986 1987 1988 (% Col No.1 
to col. No. 9 
Class-I 3027 3852 4508 6357 7910 9568 11343 11484 12288 305.99 
Class-II 1573 2534 2701 2875 3682 4115 3734 3418 3158 100.76 
Class-m 1630114788 16150 16360 1801120516 21474 21310 22400 37.41 
Class-iV 5473 6964 7476 7428 7413 7392 7389 7137 6154 12.44 
Total 26374 28138 30835 33020 37016 41591 43940 43349 44000 66.83 
Source : Annual Report, 1987-88, op. cit. p. 11. 
Table No. 3 shows the classwise manpower position in O.N.G.C. 
from 1980 to 1988. The total number of employees were 26,374 in 
1980 while it rose to 44,000 in 1988. Class-1 and class-lI employees 
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were 12,288 and 3,158 in 1988 respectively. The class-Ill and class-IV 
employees were 22,400 and 6,154 respectively in 1988. The maximum 
and minimum number of manpower were engaged in class-Ill and class-II 
category of employees in the commission. The class-I and class-II, 
class-Ill and class-IV categories of manpower increased from 1980 to 
1988 at the rate of about 305.95 percent, 100.76 percent, 37.1 percent 
and 12.44 percent respectively during the period (1980 to 1988). The 
total manpower increased from 1980 to 1988, at the rate of about 66.83 
percent. 
TABLE - 4 
RECRUITMENT AND PROMOTION FOR THE YEAR 1987-88 
Category No. Recruited Nos. Promoted 
Class - I 448 785 
Class - II 14 348 
Class - III 452 595 
Class - IV 21 127 
Total 935 1855 
Source : Annual Report 1987-88, op. cil., p. 12. 
Table No. 4 shows the clnsswisc position of rccruiliiient and 
promotion of employees during 1987-88. 935 employees were recruited 
and 195 employees were promoted during 1987-88. Classwise recruitment 
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of employees during the period included 448 class-1 employee, 14 Class-II 
employees, 452 class-Ill employees and 21 class-lV employees. The employees 
recruitment in 1st, 2nd, 3rd and 4th categories were 448, 14, 452 and 
21 during tlie period while the employees pioniotcd for the same classwise 
were 785, 348, 595 and 127 respectively. Tlie highest number of employees 
were recruited in class-Ill category and the highest number of employees 
were promoted in category I i.e. 785 employees. 
TABLE - 5 
SEPARATION OF Ei\lPLOYEES DURING 1987-88 
1. 
2. 
3. 
4. 
5. 
Retired 
Resigned 
Died 
Dismissed 
Removed from service 
234 
186 
145 
5 
13 
Total 583 
Source : Annual Report 1987-88, op. cit., p. 16 
Table No. 5 shows the position of scpration of employees during 
1987-88. 234 employees were retired and 186 employees resigned during 
the period. 145 employees died while the dismissed employees were 
5. Employees removed from service were 13. The total number of 
separated employee were 583. 
TABLE - 6 
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RETIREMENT PROFILE OF EXECU'l'lVE E.O to E.8 
Executive Level 
Years 
1988 
1989 
1990 
1991 
1992 
1993 
1994 
1995 
1996 
1997 
1998 
1999 
2000 
2001 
2002 
2003 
2004 
2005 
2006 
Total 
Source : 
E.0 
35 
42 
58 
56 
80 
108 
142 
183 
226 
228 
243 
221 
241 
156 
147 
84 
49 
43 
42 
2384 
Annual 
E.1 
35 
49 
87 
87 
8 
136 
162 
201 
211 
267 
198 
184 
117 
85 
81 
53 
50 
69 
61 
E.2 
27 
26 
40 
41 
4 
49 
59 
61 
74 
95 
78 
59 
69 
54 
48 
50 
50 
28 
54 
2996 1004 
Report, op. 
E.3 
12 
13 
30 
25 
43 
36 
70 
67 
83 
86 
72 
68 
53 
51 
35 
22 
14 
15 
8 
803 
cit. p. 
E.4 
13 
21 
24 
28 
43 
53 
56 
54 
73 
78 
62 
68 
45 
38 
24 
13 
9 
13 
9 
724 
15. 
E.5 
18 
13 
14 
21 
27 
29 
20 
27 
17 
12 
10 
11 
7 
4 
6 
2 
1 
2 
3 
244 
E.6 
8 
8 
13 
19 
11 
12 
9 
8 
10 
8 
3 
4 
2 
3 
4 
3 
-
1 
-
126 
E.7 E.8 Total 
6 
9 
8 
12 
6 
7 
6 
8 
2 
2 
3 
2 
0 
-
-
-
-
-
-
71 
154 
181 
239 
289 
350 
430 
524 
609 
696 
766 
669 
617 
534 
391 
345 
227 
173 
171 
177 
7552 
191 
Table No. 6 reveals llic rctiiciiiciil prolilc of executive EU to E8 
levels from 1988 to 2006. The total number of executive to retire 
will be 154, 181 and 239 in 1988, 1989 and 1990 while 289 executive 
and 350 executives will retire in 1991 and 1992, respectively. 430, 
524, 609, 696 and 766 executive will retire in 1993, 1994, 1995, 1996 
and 1997. In 1998, 1999, 2000 and 2001 the total number of executives 
to retire will be 669, 617, 534 and 391 respectively. Again during 2002, 
2003, 2004, 2005 and 2006 tlie executive will retire 345, 227, 173, 171 
and 177 respectively. The maximutn number of executives will retire 
during 1997, i.e. 766. On the basis of the statement made by the O.N.G.C. 
retirement profile of executive EO to E8 level, the Commission will 
arrange the future requirement of executive through long term planning 
and corporate plan. This is shown in Figure No. 1. 
TABLE - 7 
Production (MMT) Profits = (Rs. in Cr.) 
IWANPOWER GROWTH VIS-A-VIS CRUDE PRODUCTION AND PROFITS 
1 8 10 
1956 1969 
-57 -70 
1979 1982 1983 1984 1985 1986 1987 % froin 
8 to 9 
column -80 -83 -84 -85 -86 -87 -88 
Manpower 440 21542 26374 33020 37016 41591 43940 43349 44000 1.50% 
Production 3.641 9.511 18.232 23.147 26.253 27.314 27.860 27.908 0.17% 
Profits 10.70 55.23 692.87 805.66 882.41 1302.21 1484.0 1505.36 1.43% 
Source : Annual Report, op. cit., p. 11. 
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Table No. 7 reveals the manpower growth vis-a-vis crude production 
and profits from 1956-57 to 1987-88. The manpower was 440 in 1956-57 
while it rose to 44000 in 1987-88. There were no production and profits 
in 1956-57. During 1987-88 manpower was 44000 while the production 
and profits were 27.908 million tonnes and Rs. 1505.36 Cr. respectively. 
But the growth rates of manpower, production and profits from 1986-87 
to 1987-88 were 1.50 percent, 0.17 percent and 1.43 percent respectively. 
It is observed from the above table that the growth rate of manpower 
was highest in comparison to crude oil production and profits. The 
growth rate of production of crude oil was lowest among the three. 
This is shown in Figure No. 2. 
Training and Development : 
O.N.G.C. provides more emphasis on training of its employees, 
specially of its executives and specialists, for smooth functioning of 
the organisation as well as for reducing the cost of production and 
operations, since its aim is to achieve maximum productivity and profitability 
through the optimum utilisation of human resources as well as other 
resources. It is in this context that the concept of modern management 
practices has also come to be identified as a major area of training. 
The following are the main types of training given by O.N.G.C. to its 
employees, orieiilalioii or iiiduolion Iraininy;, on the Job lialMJny, off 
the job training, apprenticeship training, rcfroslier training and vestibule 
training, etc. The main objectives of the O.N.G.C. training and development 
are given as under : 
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1. To develop skilled tiianagcrs, supervisors and workmen. 
2. To institutionalise the culture. 
3. To meet performance standards through retraining. 
4. To develop scientists and engineers for mastering technology. 
5. To supplement the efforts in organisation development. 
6. To enhance knowledge specialisation and management skills. 
7. To maintain high standards of skill and input on new technology 
through refresher programmes, 
8. To enable every individual to achieve growth of his own personality 
to the full extent. 
9. To develop new skills in surplus manpower. 
10. To develop multi-disciplinary working system specific training 
strategy. 
Instt. of Management Development : 
For the training of executives, O.N.G.C. has set up an Institute 
of Management Development at Dehradun, Modern audiovisual aids 
and other training facilities are used here for the training of about 3000 
officers every year. Every year O.N.G.C. is inducting young engineers, 
scientists, and management graduates and for these officers training 
programme are conducted by IMD. Management Development Programmes 
are organised for all levels of officers here to develop the desired 
management skills. Seminars/workshops are organised herewith the help 
of exports from other industries and institutions to dcvolo[) knowledge 
in highly specialised areas through mutual exchange. 
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Staff Training Institutes : 
O.N.G.C. is setting up three Staff Training Institutes, one each 
at Bombay Western Ragion and Assam, for training of its non-executives. 
The objectives for setting up these Institutes are as under : 
1. To develop the employees in order to enhance their promotion 
chances. 
2. To prepare employees with the requisite skills to cover the 
projected shortage at worker and first line supervisory level, 
3. To improve the skills of tiie employees, by making lliem more 
efficient and useful to the organisation. 
4. To provide greater flexibility in assignment and utilisation 
of personnel. 
The above three Institutes conduct the training programmes 
in the disciplines of Drilling, Production, Electronics, Instrumentation, 
Safely, Fire fighting and other oil related Vocational Trades. 
Total indigenisation of in house training has been achieved 
this year with no training programmes organised through foreign faculty, 
thus saving a lot of valuable foreign exchange. An initiative v»fas taken 
during 1987-88 to introduce the concept of multitrade training. Under 
this scheme. Technicians, Supervisors are trained in working knowledge 
of at least the more related trades. Two sucli programmes were conducted 
this year with the help of IIT, Kanpur, and 45 workers were trained. 
The participation in these programmes was from all the Regional Business 
Centres of O.N.G.C. Six such programmes are planned for 1988-89 
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lo Iruiii 120 workers. 
4336 Class-Ill and class-lV employees have been trained by 
the STIs during 1987-88. In addition, 45 employees were given training 
in Multi-Trade and 24 in Word Processing. 85 Technicians and Supervisors 
were also trained in Advance Vocational Training Centre (UNDP/ILO 
Project). Specially tailored programmes hdvc been used for training 
the lower level of employees like helpers, drivers, crane operators, 
etc., so that they may do their jobs in a better way and increase overall 
productivity. 
Table No. 8 shows the training programmes conducted and 
total manpower trained from 1982-83 to 1987-88 and planned for 1988-89. 
Total 67 programmes were conducted for executive training and 1703 
executives were trained during 1982-83 while the number rose to 156 
programmes and 2923 executives trained in 1987-88. Total 1750 
non-executives were trained in 1983-84 while the member rose to 4490 
non-executives in 1987-88. Total 2041 executives and non-executives 
were trained during 1982-83 while llie member rose to 2923 executives 
and non-executives in 1987-88. Total number of programmes held for 
executives training were 67, 120 and 1147 in 1982-83, 1983-84 and 1984-85 
while the executives trained were 1703, 3793 and 3941 for the same 
period • Again 159 programmes, 138 programmes and 156 programmes 
were held in 1985-86, 1986-87 and 1987-88 but the executives trained 
were 4384, 3621 and 2923 executives in 1985-86, 1986-87 and 1987-88. 
1. Annual Report, op. cit., p. 18. 
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It is observed from the above table that in comparison to the years 1983-84 
to 1987-88 the number of programmes rose from 120 to 156 programmes 
but the number of executives trained declined from 3793 to 2923 in 
1987-88. This is shown in Figure No. 3. 
Employees Compensation and Welfare : 
The O.N.G.C. employees compensation and welfare are constituted 
by the pay, dearness allowance, drilling allowance, house rent allowance, 
incentives, medical facilities, housing facilities^sport facilities and others. 
The details of the compensation and welfares are discussed below : 
Table No. 9 reveals the pay and various allowance of O.N.G.C. 
employees from 1981 to 1988. In 1981 O.N.G.C. paid R. 41.79 crores 
on them but the payment rose to Rs. 161.76 crores in 1988. The pay 
and dearness allowance were Rs. 66.39 crores and Rs. 55.11 crores in 
1988 respectively. Drilling allowance and house rent allowance were 
Rs. 11.12 crores and Rs. 6.35 crores in 1988. During the period Rs. 14.92 
crores and Rs. 7.87 crores were the otiicr nllownnccs and contribution 
to C.P.F. 
Table columns No. 9 and 10 show the percentage increased 
from 1981 and 1987 respectively. The pay, dearness allowance, drilling 
allowance and house rent allowance increased from 1987 to 1988 at 
the rate of about 16.39 percent, 17.75 percent, 24.94 percent and 8.18 
percent respectively, while the other allowances and contribution to 
C.P.F. increased at the rate of about 3.03 percent and 12.26 percent 
2U1 
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respectively during the period. The aggregate of pay and allowances 
increased at the rate of about 15.46 percent. This is shown in Figure 4. 
Table No. 10 reveals expenditure on employees welfare like 
children education allowance, contribution to family pension fund, leave 
fare assistance, medical expenses, incentives, gratuity and bonus from 
1981 to 1988. The children education allowance was Rs. 0.75 crores 
in 1981 while it rose to Rs. 2.09 crores in 1988. Contribution to family 
pension fund was Rs. 0.32 crores in 1981 while it rose to Rs. 1,36 crores 
in 1988. Leave fare assistance and reimbursement of conveyance expenditure 
were Rs. 0.92 crores and Rs. 0.79 crores in 1981 while they rose to 
Rs. 7.11 crores and Rs. 6.76 crores in 1988 respectively. Medical expenses 
were Rs. 1.67 crores and Rs. 0.66 crores in 1981 and they again rose 
to Rs. 6.63 crores and Rs. 9.34 crores in 1988 respectively. Incentives, 
gratuity and bonus were Rs. 1.01 crores, Rs. 1.24 crores and Rs. 4.55 
crores in 1981 and they also rose to Rs. 11.73 crores Rs. 4.92 crores 
and Rs. 16.02 crores in 1988 respectively. The total expenditure on 
welfare was Rs. 11.91 crores in 1981 while it rose to Rs. 65.96 crores 
in 1988 but it was reduced from the previous year expenditure of 
Rs. 67.76 crores. 
Housing : 
Housing as a welfare measure is given high priority in the 
O.N.G.C. Continuous efforts both to construct and acquire houses for 
employees are being made. The major problem faced in this regard 
IS the nonavailability of large tracts of land and lack of funds. 
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Table No. 11 shows the housing position in O.N.G.C. in various 
work centres from 1983 to 1988. The Bombay has the highest number 
of houses in 1983 which was 1081 houses and it maintained the postion 
of maximum number of houses also in 1988 wliicii was 2535 houses. 
Baroda has 932 houses, Anl<leshwar has 742 houses, Mehsana lias 602 
houses, Ahmedabad has 1002 houses, Cambay has 273 houses, SBS/Nazira 
has 1483 houses, Tripura has 386 houses, Dehradun has 386 houses, Delhi 
has 20 houses and Bombay has 2,535 houses during 1988. The total 
No. of houses was 8,844 in 1988. The number of its own houses of O.N.G.C. 
Housing Position in O.N.G.C. 
TABLE - 11 
Particulars 1983 1984 1985 1986 1987 1988 
Baroda 
Ankleshwar 
Mehsana 
Ahmedabad 
Cambay 
SBS/Nazira 
Tripura 
Dehradun 
Delhi 
Bombay 
783 
496 
371 
598 
257 
1077 
278 
533 
20 
1081 
811 
576 
539 
606 
257 
1145 
370 
629 
20 
1297 
833 
680 
539 
802 
273 
1180 
410 
755 
20 
2088 
907 
680 
567 
910 
273 
1228 
422 
845 
25 
2088 
911 
680 
566 
1002 
273 
1417 
374 
833 
24 
2087 
932 
742 
602 
1002 
273 
1483 
386 
869 
20 
2535 
Total 5,494 6,250 7,580 7,945 8,167 8,844 
Source : Personnel and Administration Annual Report, Dehradun, 1987-88, p. 32 
207 
is very less in comparison to its manpower of 44000. 
Allocation of House Building Advance 
I 
TAULli - 12 
1 
1982-83 
900 
Source : 
2 3 
1983-84 1984-85 
800 
Annual 
1104.73 
Report, op. 
4 
1985-86 
1460 
cit., 1987-
5 
1986-87 
1857 
88, p. 
(Rs. 
6 
1987-88 
1936.57 
in lakhs) 
7 
% from 5 to 6 
4.28% 
Table No. 12 reveals the allocation of house building advonce from 
1982-83 to 1987-88. In 1982-83 it was Rs. 900 lakhs but it was reduced 
to Rs. 800 lakhs in 1983-84. Again it was raised to Rs. 1104.73 lakhs 
in 1984-85. It was Rs. 1460 lakhs Rs. 1857 lakhs and Rs. 1936.57 lakhs 
in 1985-86, 1986-87 and 1987-88 respectively. It increased from 1986-87 
to 1987-88 at the rate of about 4.28 percent. Tliis is shown in Figure No.5. 
Table No. 13 reveals the work centre-wise housing position 
and % of satisfaction in O.N.G.C. Ahmedabad, Ankleshwar, Mehsana 
and Baroda work centres have 1002, 242, 602 and 93 houses and their 
respective percentage of satisfaction were 20.2096, 21.73%, 20.85% and 
28.50% respectively. Cambay, Sibsagar/Nazira and Tripura have 273, 
1483 and 386 houses and their respective percentage of satisfaction 
were 30.0%, 13.65% and 29.81% respectively and Dehradun, Delhi and 
Bombay work centres have 869, 2 and 2535 houses and their respective 
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percentage of satisfaction were 20.12%, 10.57% and 43.0% respectively. 
[5ombay work centre hns tlio highest number of 253r) lioiiso'^  in O.N.C.C. 
and amongst all worl< centres and its percentage of satisfaction was 
also highest amongst all work centres which is 43.6 96. Houses under 
construction in the Commission were 2455 which will be completed 
in 1989. In 1988 the total percentage of satisfaction was 23.96% but 
after completion of houses under construction in IJ)89 it will become 
32.99%. It is concluded that the percentage of satisfaction in housing 
is very poor and inadequate in comparison to the present 44,000 of 
manpower in the Commission. Only 32.99% of employees arc availing 
the housing facilities of O.N.G.C.'s own houses and other employees 
are taking houses on rent, so the Commission has paid them iiouse rent 
allowance, but this trend is proving costly for the Commission. 
Allocation of Conveyance Advance : 
TABLE - 14 
(Rs. in lakhs) 
1982-83 1983-84 1984-85 1985-86 1986-87 1987-88 % from 
5 to 6 
Car advance 300 600 297.50 351 392 747.04 90.57 
Motor Cycle 
Scooter/ 191.50 241 247.58 401 399 298.86 -25.09 
Moped 
Advance 
Source : Annual Report, 1987-88, op. cit. p. 32. 
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Table No. 14 reveials the allocation of conveyance advance 
by O.N.G.C. to its employees from 1982-83 to 1987-88. I'he Car advance 
was Rs. 300 lakhs, Rs. 600 lakhs, and Rs. 297.59 lakhs in 1982-83, 1983-84 
and 1984-85 while the motor cycle Scooter advance was Rs. 191.50 
lakhs, Rs. 241 lakhs and Rs. 247.58 lakhs for the same period. During 
1985-86, 1986-87 and 1987-88, Car advance was Rs. 351 lakhs, Rs. 392 
lakhs and Rs. 747.04 lakhs respectively but for the same period motor 
cycle, scooter/moped advance was Rs. 40/- lakhs, Rs. 399 lakhs and 
Rs. 298.86 lakhs respectively. Car advance increased from 19&6-87 to 
1987-88 at the rate of about 90.57 percent while the motor cycle, scooter/ 
moped advance was reduced at the rate of about 25.09 percnt. It is 
shown in Figure No. 6, 
Cost of Education of Employees Wards : 
TABLE - 15 
(Rs. in lakhs) 
1982-83 1983-84 1984-85 1985-86 1986-87 1987-88 % from 5 to 6 
91 174 192 226 190 205 7.89% 
Source : Annual Report, 1987-88, op. cit. P. 
Table No. 15 shows the cost of education of employees' wards from 
1982-83 to 1987-88. The cost of education of employees wards was Rs. 91 
lakhs, Rs. 174 lakhs and Rs. 192 lakhs in 1982-83, 1983-84 and 1984-85 
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ALLOCATION OF CONVEYANCE ADVANCES 
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Figure No. 6 
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It was Rs. 226 lakhs, Rs. 190 lakhs and Rs. 205 lakhs in 1985-86, 1986-87 
and 1987-88 respectively. It declined from Rs. 226 lakhs in 1985-86 
to Rs. 190 lakhs in 1986-87. During 1987-88 it rose to Rs. 205 lakhs 
at the rate of about 7.89 percent from the previous year 1986-87. 
This is shown in Figure No. 7. 
Table No. 16 shows the total expenditure on employees per 
annum, No. of elployees and average cost per employee per anm-m from 
1981 to 1988. Total expenditure on employees was Rs. 53.7 crores 
in 1981 while it rose to Rs. 227.72 crores in 1988. In 1981 the No. 
of employees were 28138 while they rose to 44000 in 1988. Avcnigc 
cost per employees was Rs. 19.08 lakhs in 1981 and it again rose to 
Rs. 51.7 lakhs in 1988. Total expenditure on employees increased from 
1987 to 1988 at the rate of about 9.31 percent. Average cost per employee 
increased from 1987 to 1988 at the rate of about 7.93 percent. No. 
of employees increased from 1987 to 1988 at the rate of about 1.50 
percent. It is clear from the above table that the expenditure on employees 
is increasing faster than the No. of employees and average cost. 
Sports : 
O.N.G.C. has established a sports and Cultural Section under 
the Directorate of Administration. The Commission has adopted two 
types of planning, i.e., short term planning and long term planning to 
encourage sports and cultural activities in the organisation. The short 
term planning objective is to induct players of the younger age of 18 
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COST OF EDUCATION OF EMPLOYEES WARDS 
250 
1982-83 1983-84 1984-85 1965-86 1966-87 1987-88 
( PROVISJONAL) 
Figure No. 7 
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to 21 years in various disciplines of sports. Under long term planning the 
Commission considers deserving children of the age of 10 to 18 years 
and also provides proper coaching faci l i t ies and scholarship to them. 
For the employees of the Commission a comprehensive plan for development 
of sports has been prepared. The salient point of the plan are given 
below : 
1. Creation of sports faci l i t ies at a l l work centres of the Commission 
2. The Commission is t ry ing to establish a sport Complex at 
the Central Headquarters and the Regional Headquarters. These 
Complexes wi l l provide all infrastructures; of sports. 
3. A scheme has been introduced to encourage the children of 
employees to act ively part ic ipate in sports. For this purpose, 
the necessary requirements of sports l ike ground fac i l i t ies, 
coaching, etc., w i l l be provided by the Commission. 
4. To create the esprit dc-corps and team spir i t amongst the players 
travel l ing faci l i t ies, money for extra diet and out of pocket 
allowance have been given by the Commission to players. 
5. An Incentive Scheme has also been introduced by tl ie Commission 
for promotion of sports and cultural act iv i t ies amongst the 
outstanding sportmen/sportwomen. 
Mahila Samities : 
Mahila Samities, previously known as Ladies Clubs, have been 
set up at Headquarters and various work centres to play a very useful 
role in the cul tural and social act iv i t ies of the Commission. Mahila 
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Samities provide employment to dependents of deceased employees through 
stitching jobs, making file flaps, file boards, typing, photo-copying work, 
masala grinding and preparation of pickles etc. A grunt in aid of 
Rs. 6,56,000/- was given to the Mahila Samities of Dehradun in 1987-88J 
It is clear from the above thai the Mahila Samities are playing a very 
important and useful role in cultural and social activities of the Commission. 
Donations : 
In recognition of the social responsibility that an organisation like 
the O.N.G.C. owes the community, all encouragement in terms of financial 
assistance is given. The Commission has been donated during 1986-87 
Rs. 27,36,200 to various social organisation and institutions for the social 
2 purposes. 
Welfare of Retired Employees : 
The Commission takes due care of its employees even after 
their retirement from active service. The following facilities are extended 
3 
to retired employees and their dependants : 
- Retention of Commission's accommodation for 4 months after 
retirement. 
- Medical facilities in Commission's clinics for 3 months after 
retirement. 
1. Annual Report, op. cit, p. 29 
2. Annual Report, op. cit. 1986-87, pp. 67, 68, 69. 
3. Annual Report, op. cit., 1987-88, p. 32. 
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- Medical facilities for self on contributory basis for whole life. 
- Medical reimbursement claims of the retired employees are 
dealt with centrally by the Common Services Group at all 
the Regional Headquarters. 
- The retired employee is given an option to select ttie Regional 
Headquarters where he/she would like his records to be maintained 
for this purpose. 
- Merit Scholarship to wards of retired employees till che end 
of the Academic year. 
Welfare of Handicapped Persons : 
A statement showing identified posts and total number of physically 
handicapped persons appointed in the Commission is given below : 
Table No. 17 reveals the present strength of visually handicapped, 
aurally handicapped and orthopeadically handicapped persons appointed 
in various categories of posts in O.N.G.C. At present the Commission 
have 12 visually handicapped employees, 6 aurally liandicappcd employees 
and 52 orthopeadically handicapped employees. So that handicapped 
employees are 70 in the Commission. The maximum number of handicapped 
persons appointed are orthopeadically handicapped, i.e. 52 persons. 
These handicapped persons are appointed on the posts of i.e. Store i<eeper 
Gd. m,jG6. Ill, Asstt. Gd. Ill, Steno Gd. Ill, Asstt. Tech (Inst.) Operator 
Account Assitt 
Telecom. Gd. Ill, Operator Gd. Ill (Wireless), Operator Gd. Ill (Duplicating), 
Cleaner Gd. Ill, Sanitary Cleaner Gd. Ill and Attedant Gd. 111. It is 
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SI 
' Name of the post 
1. Store keeper Gd. Ill 
2. Acctt. Asstt. Gd. Ill 
3. Asstt. Grade III 
4. Steno Grade III 
5. Assitt. Tech. (Inst.) 
6. Operator Telecom. Gd.III 
7. Operator Gd.III 
(Wireless) 
8. Operator Gd. Ill 
(Duplicating) 
9. Cleaner Gd. Ill 
10. Sanitary Cleaner Gd. Ill 
11. Attendent Gd. Ill 
Total 
Source : Annual Report, op. 
TABLE -
Visually 
handi-
capped 
-
-
4 
1 
1 
1 
-
-
-
1 
4 
12 
cit., 1987-88, 
17 
AuraJJy 
handi-
capped 
-
-
1 
-
-
-
-
-
1 
2 
2 
6 
p. 31. 
Orthopaedi-
cally handi-
capped 
6 
10 
9 
2 
2 
3 
1 
1 
10 
-
8 
52 
Total 
6 
10 
14 
3 
3 
4 
1 
1 
11 
3 
14 
70 
observed from the above table that the Commission is making 
contribution towards the welfare of handicapped persons by offering 
the employment apportunities in the organisation. 
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Table No. 18 reveals the trees plantation position in O.N.G.C. 
for the year 1987-88. The total trees planted were 1,16,095 while survived 
trees were 79,119. The survived trees were 64.43 percent of the total 
trees planted during the year. The aggregate expenditure vms incurred 
on it was Rs. 12,71,660/-. Bombay Regional Business Centre planted 
2000 trees but only 1105 trees survived on the expenditure of Rs. 5,13,463/-. 
In the eastern Regional Business Centre 1805 trees were planted but 
only 1200 trees survived. Northern Regional Business Centre planted 
425 trees but 285 trees survived. Its cost of tiio Rs.5,00()/-. Again 
Southern Regional Business Centre, Western Regional Business Centre 
and Headquarter planted 56,041 trees, 41,095 trees and 14,729 trees 
but only 51,011 trees, 15,505 trees, and 10,313 trees respectively survived 
of the cost was Rs. 2,24,889/-, Rs. 4,67,000/- and Rs. 61,308/- respectively. 
The percentage of survived trees is 52.25% in BRBC, 64.4'%. 
in ERBC, 67.05% in NRBC, 91.02% in SRBC, 37.72% in WRBC and 70% 
in Headquarters (Dehradun). It is observed from tlie above table that 
the maximum number of 56041 trees were planted in SRBC with maximum 
number of survival, i.e. 91.02 percent of the total planted. The status 
of trees plantation is very poor in ERBC because in planted only 425 
trees while only 285 trees survied at Hie cost of Rs. 5,000/-. The 
status of trees plantation in BRBC is also very costly because it expended 
Rs. 5,13,463/- for plantation of 2000 trees while the survived trees 
were only 1105, so the per tree survival cost is about Rs. 464.67/-
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Computerised Personnel Information System : 
Computerisation of personnel functions is a necessity for the 
P and A department due to growing work load of P and A functions, 
to streamline the routine part of the office work and providing timely 
information to the management. The computerisation work of P and 
A functions has till now been confined to small groups at headquarters 
and regions maintaining biodata of executives. Tlie system is sainlained 
with a view to assisting the management in the following activities : 
1. Career development of individuals. 
2. Succession planning. 
3. Providing different types of information from time to time to take 
effective and quick decisions. 
a) Individual biodata of officers as required by the Directorate 
of personnel. 
b) Superannuation profile of the officers. 
c) List of officers of particular disciplines who have not been 
to field projects. 
d) List of officers belonging to a particular state etc. 
e) Training profile of officerss. 
The complete implementation of the computerisation will take 
three years. The actual work was started in January 1988 on lBM-3083 at 
GEOPIC. 
Special Studies : 
During the year 1987-88, the following studies were undertaken : 
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Manpower Assessment Studies : 
During this year manpower assessment studies of different 
Regions were started for the first time after the implementation of 
re-organisation. The reason for taking up these studies were : 
1, Need based distribution of manpower amongst different Business 
Groups. 
2, Increase in the deployment of rigs. 
3. Stepping up of production ectivities particularly in SRBC, WRBC 
and Hazira Gas Complex, New Research Institutes. 
4. To identify surplus manpower witli a view to planning their 
gainful deployment. 
The following manpower assessment studies were undertal<en 
by II.R.D. during the period under reference : 
SI. Name of the Study 
1. Manpower Assessment Study of NRBC 
2. Manpower Assessment Study of SRBC 
3. Manpower Assessment Study of ERBC 
4. Manpower Assessment Study of DBG, BRBC. 
5. Manpower Assessment Study of WRBC. 
6. Studies to assess immediate manpower 
requirement of new research Institutes 
i.e. lEOT and IPT. 
7. Manpower Assessment Study of nev^ f Hospital 
at Dehradun. 
1. Annual Report, op. cit. p. 44. 
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Other Studies : 
In addition of the above studies, the other studies have also 
been conducted, such as : 
1. Space utilisation study for officers at Headquarters, Dehradun. 
2. Study for effecting economy in movement of personnel on 
tours. 
3. Attitude Survey study of young executives. 
4. Study of job discription. 
5. Computerisation activities. 
6. Manpower Inventory. 
7. The study was conducted to evaluate the economics of testing 
the wells by workover rigs in place of deep rigs. 
The above discussed studies have been fully implemented in 
the related fields. 
Studies in Progress : 
The following studies are in progress : 
1. Manpower assessment study o^f BRBC. 
2. Manpower assessment study of CRBC. 
3. Revision of manpower in Drilling services. 
4. Requirement of class III tecliin'cal personnel at headquarters. 
5. Studies on dak distribution and telephones. 
6. Analysis of suggestion received under suggestion scheme. 
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Welfare of Scheduled Castes/Scheduled Tribes : 
O.N.G.C.'s personnel policy believes in .the soeioccoiiomic develop-
ment of the people belonging to the weaker section of the society like 
Scheduled Caste and Scheduled Tribes (SC/ST). The Commission framed 
the policy of reservation for recruitment of SC/ST and other facilities 
in employment like, promotion and training, etc. 
Strength of SC/ST Employees in O.N.G.C. : 
TABLE - 19 
Category 
SC 
ST 
Source : Annual 
1 
1983 
3076 
890 
3966 
Report 
2 
1984 
3653 
1236 
4889 
1987-88 
3 
1985 
3956 
1307 
5263 
, P. 50. 
4 
1986 
4020 
1329 
5349 
5 
1987 
4086 
1187 
5273 
6 
1988 
4625 
1469 
6094 
7 
% from 5 
13.19 
23.75 
15.60 
Table No. 19 shows the strength of SC/ST employees in O.N.G.C. 
from 1983 to 1988. In 1983 SC/ST employees were 3076 and 890 respec-
tively. The SC employees were 4625 and ST employees were 1464 during 
1988. The total strength of SC/ST employees was 6094 in 1988. The 
number of SC employees steadly increased from 1983 to 1988 but of 
ST employees declined in 1987 from its previous year 1986. The total 
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number of SC/ST employees increased from 1987 to 1988 at the rate 
of about 13.19 percent and 23.75 percent. It is sliown in Figure No. 8. 
Classwise Strength of SC/ST Employees : 
TABLE - 20 
As on 1.4.1988 
Class SC ST Total 
Class - I 
Class - II 
Class - III 
Class - IV 
798 
207 
2407 
1213 
135 
51 
879 
404 
933 
258 
3286 
1617 
Total 
Source ; 
4625 1469 
: Annual Report, op. cit., 1987-88, p. 50 
6094 
Table No. 20 reveals the strength of SC/ST employees classwise 
in O.N.G.C. in 1988. The total number of employees in Class-1, Class-II, 
Class-Ill and Class-IV were 933, 258, 3286 and 1617. The total number 
of SC/ST employees were 6094 in 1988. SC/ST employees were the 
highest in number in Class-Ill category of employement which were 
2407 and 879. It is concluded that the Commission follows the policy 
of reservation for the recruitment and selection of SC/ST employees, 
which helps in economic and social development of the SC/ST people 
in the country. 
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STRENGTH OF SC / ST EMPLOYEES 
SC EMPLOYEES 
ST EMPLOYEES 
5H 
4H 
3H 
2H 
I H 
462 5 
3653 
illIII 
I I 1983 11.1984 I I 1985 1.1.1986 1.1.1987 I .r . l988 
Figure No. 8 
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During the last five years, a number of steps have been taken 
by O.N.G.C. for the welfare of SC/ST employees and communities. 
Some of the important steps taken by O.N.G.C. in this regard are given 
below : 
1. Annual component plan, 
2. Special Recruitment and 
3. Special Scholarship Scheme, etc. 
Annual Component Plan : 
The Annual Component Plan is a scheme under which O.N.G.C. 
sanctions a fixed amount annually for the welfare of SC/ST people in 
the area of its projects. Under the plan a sum of Rs. 4,25,000/- has 
been sanctioned for the welfare of SC/ST people during 1986-87. The 
main features of the component plan for 1986-87 are given as under: 
1. Scholarship to students undergoing vocational Training. 
2. Providing Sewing Machines. 
3. Providing Drinking Water. 
4. Special Recruitment 
5. Special Scholarship scheme. 
Apart from this the following measures have alos been taken. 
1. Candidates of SC/ST community are being considered at rela^ced 
standards and also repealed advertisement is given in the 
Employment News paper and other news papers. 
1. Annual Report, 1986-87, p. 85. 
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2. Special Qdvcrliscrncnts in newspapers are pluccd through employ-
ment exchanges. 
3. Announcement about vacancies for SC/ST candidates for various 
posts is being made regularly on the All India Radio. 
4. SC/ST candidate are interviewed by a separaate selection board 
and assessed with relaxed standards. In Departmental Promotion 
Committees, they are judged at next lower gradings as compared 
to general candidates. 
5. For written tests held for appointment to various poste the 
SC/ST candidates are paid travelling allowance. This facility 
is not allowed to the general category of candidates. 
Safety and Environment Management : 
The safety and Environment Management works to promote 
the standards of safety and environment protection in O.N.G.C. A number 
of measures taken to achieve this objective are given below : 
1. To promote and encourage circulation of related safety of 
information and literature to bridge the gap on safety and 
environment protection. 
2. To promote Safety Awareness Programmes. 
3. To conduct safety inspections and audits to ensure maintenance 
and upgradation of safety standards. 
4. To make collection and analysis of accident data. 
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Remedial Measures on Safety and Environment Taken by O.N.G.C. : 
). Aecklonl Annly8l8 ainl Aceiilenl Provonllon ProyrnuuncH ! 
Safety and Environment Management (SEM) lias performed the 
function of collection and analysis of accident data with a view to 
arriving at the root causes of accidents. All occurences of accidents 
are investigated at work Centres. The Regional SEM Compile and analyse 
the same. This is reviewed by Headquarters. The analysis has indicated 
that the largest single factor contributing to accidents in O.N.G.C. 
is Road Accidents. So far five such programmes liavc been conducted 
in CRBC and one at WRBC. iVlore such programmes arc to be organized 
by other regions. 
2. Govt, of India 20 pointy Programme Environmental Aspects : 
The environmental protection measures indicated in 20 point 
programme of Govt, of India were circulated to all Regional Business 
Centres for implementation. O.N.G.C. has added to its objectives one 
more objective, i.e. protection of environment. This comes under the 
main objectives category. 
3. Afforestation/Wasteland Development : 
The guidelines towards implementation of afforestation/wasteland 
development were framed and circulated to all Business Centres. 
1. Annual Report, op. cit., 1986-87, p. 
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4. Setting up of Institute of Petroleum Safety and Environment Management 
(IPSEM) : 
The Commission has set up an Institute of Petroleum Safely 
and Environment Management at Goa. The main objective of tliis Institute 
is to improve the standards of Safety and Environment protection in 
O.N.G.C. by way of providing appropriate literature, code of practice, 
training and study/research of related problems. 
The above mentioned activities are managed with a two tier 
set up of SEM I.e. Corporate SEM at Hqrs. level and region's SEM units 
at regions. In the projects also there are safety officers and business 
group safety officers. 
Vigilance/Security/Discipline/Legal : 
Vigilance : 
Every year certain guidelines are made by the Government 
of India which form the programme an Anticorruption under the Vigilance 
Department. The Vigilance Department is headed by a Chief of Security 
and Vigilance Officers. He is assisted by Directors/Deputy General 
Managers (DGMs) and Several other officers. The Vigilance Department 
performs the following functions : 
1. Review of existing rules and procedures. 
2. Remedial action to be taken in order to minimise the scope 
for corruption. 
3. Conducting regular inspections, chalking out surprise inspections 
by Senior officers. 
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4. Preparation of 'agreed list' of officers of doubtful integrity. 
5. Collection of information about corruption. 
6. Regular meetings with Central Bureau of Investigation (CBl). 
7. Transfer of Staff from corruption prone areas. 
Brief summary of the cases decided during the year 1987-88 
is as under : 
1. One official was awarded penalty of removal from service. 
2. Two officers were awarded penalty of stoppage of two increments 
without cumulative effect. 
3. Two officers were awarded penalty of withholding of promotion 
w.e.f. 1.1.84 to 31.12.86. 
4. One officer was awarded penalty of v/ithholding of promotion 
upto 1.1.89. 
5. One officer was awarded penalty of withholding one increment 
for two years without cumulative effect. 
6. One officer was awarded penalty of withholding one increment 
without cumulative effect. 
7. One officer was awarded penally of reduction to a lower time 
scale of pay for 2 years and recovery of Rs. 4982/-. 
8. Two officials were awarded penalty of recovery of Rs. 9480/-
and Rs. 3000/-. 
9. Two officers and two officials were warned to be careful in 
future besides recovery of Rs. 3934/- (from one officer) and 
1. Annual Report, op. cit., 1987-88, p. 53. 
233 
Rs. 2488/- (from other officer). 
10 Two officers were awarded penalty of 'Censure'. 
11. Three officers were exonerated. 
Security Measures Taken : 
The following remedial measures have been taken by the O.N.G.C. 
to strengthen the security of manpower, materials and pipelines etc. : 
1. For the security purpose O.N.G.C. have a security staff of 
special Reserve Police, state Police and Private Contract Guards, 
etc. 
2. Nakabandi at important road junctions in premises at Headquarters 
and other working-centres. 
3. Formation of mobile patrolling parties. 
4. Surveillance of trunk pipelines by helicopters. 
5. Progressive induction of Central Industrial for managing Force 
(CISE) for security as well for managing fire services. 
Territorial Army Unit in O.N.G.C : 
The Commission has raised a departmental Unit of Territorial 
Army on 15.3.83, and named as 'Al l Engineers Regiment O.N.G.C. (TA)' 
with its headquarters at Baroda. The aim of raising this unit is to 
maintain uninterrupted production of oil and gas and essential drilling 
operation during as adverse and emergent condition. The first training 
course started on 9.1.1984 at Baroda. 
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Objectives of O.N.G.C. TA Unit : 
The main objectives of the O.N.G.C. TA Units are as under : 
1. To develop high standards of discipline and deep devotion to 
their duty. 
2. To develop spirit of comradeship and qualities of leadership 
to command challenging situations and 
3. To build a reserve group of highly motivated citizens with 
good health, and commitment for the defence of the Country. 
The Commission his liberally introduced a scheme for grant 
of financial benifitsi/incentives for the employees who volunteer themselves 
to Join O.N.G.C. (TA). 
Security : 
The following is the position of theft cases during 1986-87 and 
1987-88. 
1986-87 
BRBC 
ERBC 
WRBC 
SRBC 
CRBC 
NRBC 
HQRS 
Total 
cases 
6 
144 
80 
8 
20 
-
4 
Under 
police 
Investi-
gation 
6 
112 
77 
7 
20 
-
4 
TABLE - 21 
Deptt. 
cases 
-
2 
-
-
-
-
-
closed 
with 
final 
report 
-
-
-
1 
-
-
-
Pending 
in 
court 
-
-
2 
-
-
-
-
Convicted 
-
-
-
-
-
-
-
Acquitted 
-
-
1 
-
-
-
-
Total 232 226 
1987 - 88 
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Regional Total Under Deptt. Closed 
Business police cases with 
Centre investi- final 
gation report 
Pending Convicted Acquitted 
in 
court 
BRBC 
ERBC 
WRUC 
SRBC 
CRBC 
NRBC 
HQRS 
4 
94 
83 
9 
17 
Nil 
1 
4 
94 
29 
7 
12 
-
1 
Total 208 147 13 37 
Source : 1. Personnel and Administration Annual Report, Dehradun, 
1986-87, p. 106. 
2. Ibid., 1987-88, p. 54. 
Table No. 21 reveals the position of theft cases during the 
year 1986-87 and 1987-88. Total theft cases were 232 in 1986-87 while 
they were 208 in 1987-88. Under police investigation there were 226 
cases in 1986-87 while these were J47 cases 1987-88. Closed wilJi 
final report cases were 1 in 1986-87 and 13 cases in 1987-88. Cases 
pending in court were 2 and 37 cases respectively in 1986-87 and 1987-88. 
There was no convicted case in 1986-87 but 5 cases in 1987-88. Acquitted 
cases were 1 and 6 cases respectively in 1986-87 and 1987-88. The 
centers, 
theft cases position improved in work / Centres BRBC from 6 to 4, 
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BRBC from 144 to 94 cases, CRBC from 20 to 17 cases and HQRS from 4 
to 1 cases respectively from 1986-87, to 1987-88. Only two work-
centres WRBC and SRBC have a reverse position the number of theft 
cases increeised in WRBC from 80 to 83 and in SRBC from 8 to 9 in 
1986-87 to 1987-88. Convicted and acquitted cases were 5 and 6 cases 
respectively in WRBC in 1987-88. It is clear from the above two tables 
that theft case declined from 1986-87 to 1987-88. But WRBC and SRBC 
work-centres had the opposite trend from 1986-87 to 1987-88. Convicted 
and acquitted cases increased from 1986-87 to 1987-88. 
Profit Sharing Bonus Ex-Gralia : 
The commission has paid Bonus-Ex-Gratia to its employees 
at the following rates, which are given in table No. 18. 
TABLE - 22 
Year Percentage 
1965 - 66 4.00% 
1966 - 67 5.00% 
1967 - 68 6.50% 
1968 - 69 8.00% 
1969 - 70 10.00% 
1970 - 71 10.00% 
1971 - 72 10.00% 
1972 - 73 10.00% 
1973 - 74 18.00% 
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Year Percentage 
1974 - 75 18.00% 
1975 - 76 20.00% 
1976 - 77 15.77% 
1977 - 78 20.00% 
1978 - 79 20.00% 
1979 - 80 20.00% 
1980 - 81 20.00% 
1981 - 82 20.00% 
1982 - 83 20.00% 
1983 - 84 20.00% 
1984 - 85 20.00% 
1985 - 86 20.00% 
1986 - 87 20.00% 
1987 - 88 ' 20.00% 
Source : 1. Harbans Lai, Personnel Policy Hand Book op. cit. p. 25. 
2. New Personnel Policy Hand Book, op. cit. p. 34. 
The bonus rate was 4.00 percent in 1965-66 and it was raised 
to 20.0 percent in 1975-76. It came down to 15.77 percent in 1976-77. 
Again it rose to 20.0 percent in 1977-78 and stagnated at 20 percent 
t i l l 1987-8'8. This rate stagnation of 20 percent bonus creates disiiarmony 
and dissatisfaction among the employees of the commission. 
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Industrial Relations : 
O.N.G.C. has been successful in achieving a stable and favourable 
industrial relations environment. The Commission's objective has always 
been to settle industrial disputes amicably and maintain industrial peace 
to achieve higher productivity and profilMbility, The [)osition pertaining 
to mandays loss due to industrial unrest during the last 10 years is 
as under : 
TABLE - 23 
S. No. Year Mondays loss on account of workers agitation/ 
strikes 
8,111 
12,435 
13,233 
1,786 
11,616 
1,189 
290 
NIL 
NIL 
653 
Source : Annual Report op. cit., 1986-87, p. 73. 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
1977 - 78 
1978 - 79 
1979 - 80 
1980 - 81 
1981 - 82 
1982 - 83 
1983 - 84 
1984 - 85 
1985 - 86 
1986 - 87 
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Table No. 22 revejals the mandays loss due to industrial unrest 
during the last 10 years in O.N.G.C. 8,111 mandays were lost in 1977-78 
while it rose to 12,435 mandays lost in 1978-79. Again it rose to 13,233 
mandays lost in 1979-80. It declined to 1,786 mandays lost in 1980-81 
and again rose to 11,616 mandays lost in 1981-82. 1189 mandays and 
290 mandays were lost in 1982-83 and 1983-84 respectively. The mandays 
lost were zero in 1984-85 and 1985-86. 653 mandays were lost during 
1986-87. The above table reveals the industrial relations trend in O.N.G.C. 
and it is concluded from it that 13,233 mandays were lost in 1979-80 
which was the highest mandays lost in O.N.G.C. from 1977-78 to 1986-87. The 
industrial relations were not satisfactory during 1978-79, 1979-80 and 
1981-82. Industrial relations were very peaceful during 1984-85 and 
1985-86 because of no mandays loss was incurred. Like previous years, 
industrial relations continueid to be very cordial during 1986-87 also 
when only 653 mandays were lost in the Commission due to industrial 
unrest during the year which is quite nominal looking at the total employ-
ment position and the complex nature of activities. It is shown in 
Figure No. 9. 
Grievance Machinery : 
The O.N.G.C. has adopted the following methods to remove 
(redress) the grievances of the employees : 
1. Grievances Committee 
2. Appeals Committee 
3. Negotiation Machinery 
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MANDAYS LOST DUE TO INDUSTRIAL ACTION 
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Figure No. 9 
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4. Employees Participation in Management 
1. Grievance Committees : 
With a view to solving employees grievances and promoting 
healthy industrial environment between management and 
employeesjO.N.G.C.has formed Girevance Committees. Grievance 
Committees, consisting of representatives of recognised unions and 
management are functioning at various work-centres to look into the 
grievances of the employees and settle them immediately. The head of 
the office/project listens to the grievances of the employees on a 
fixed day known as a Grievance Hearing Day, once a week. Ihe open door 
system adopted by the management and its willingness to examine each 
and everycase in detail has developed an organisational culture based 
on mutual trust, understanding and goodwill. 
2. Appeals Committee: 
An 'Appeal Committee's consisting of senior officers constituted 
in June, 1983 to solve the grievances of the employees has been 
functioning effectively in the Commission. Any employee of the 
Commission whose grievance pertaining to matters like 
promotion,seniority, pay, allowances, leave, leave faire assistance 
and overtime etc. had not been settled after the normal procedure 
(Grievance Committee) within three months of the date of submission of 
Ihis grievance, could present his grievance to the Appeals Committee. 
'Ihe Committee,as on 31.3.88 has had 56 setting at various work 
centres of the Commission.During these sittings at various works centres, 
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the oominiUcc Ims disposcO of 813 (ippt-nls. In 388 nppcals, the CominiUee 
recommended remedial action and in 425 appeals, the Committee could 
not favourably recommend their cases as these were not covered under 
the normal rules but the position was explained to the satifaction o f ' 
the employees concerned. 
3. Negotiating Machinery : 
O.N.G.C. is adopted the philosophy of participation and joint 
consultation between management and workers. Continuous efforts have 
been made to develop and promote a process which should involve and 
motivate the employees in all productive activity. 
O.N.G.C. has a three bipartio system for information siiaring, 
consultation and negotiation with unions at the wori< centre level, regional 
level and corporate level, periodical meetings are held by the management 
at these three levels. At the worl< centres, mainly local issues are 
discussed, besides mutual information sharing. Issues which remain un-
resolved at the local level as well as those which relate to tho region 
as a whole, are discussed at the regional level. Similarly, these issues 
wiiich remain unresolved at the regional level or of Ail India nature 
are discussed at the corporate level. Joint Committee, consists of 
representatives of eight recognised unions and management. Some of 
the major decisions like wage revision, enhancement of various advances, 
subsidised canteens, uniforms, wage increase of contingent employees, 
1. Annual Report, op. cit. 1987-88, p. 35. 
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extension of drilling allowance to additional areas etc. are discussed 
in the Joint Committee. These Committees also discuss the issues 
pertaining to log term planning, productivity, organisational development 
and training, etc. 
Scheme for Employees Participation in Management : 
The scheme for employees participation in Management was 
adopted and introduced in Bombay Offshore Project in 1975. Subsequently, 
the scheme, as adopted in B.O.P., was extended to the central worl<shop, 
Baroda and Sibsagar. In the year 1981, the whole issue relating to 
wori<ers' participation in industry was reviewed and it was decided to 
adopted the scheme, as approved by the Government of India, without 
any change and it was also extended to four more units namely. Regional 
Office, Baroda, Ankleshwar Project, Tripura Project and West Bengal 
Project. From the management side 12 officers and from tlie union's 
side 12 representatives participated in it. 
A Chairman's Advisorly Council of Management and Corporate 
Policies has been formed which includes the trade union leaders, besides 
Management experts, to advise the Commission in evolving its coiporate 
policies. The first meeting was held in May, 1988 at Dehradun. 
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TABLE - 23 
AREAS IDENTIFIED FOR IMPROVEMENT 
% of officers satisfied 
Factor Officers satisfied in % 
1. Overall job satisfaction 44% 
2. Growth considering your age, 
qualifications and experience 32% 
3. Opportunities for self development 44% 
4. Skill Development 24% 
5. Utilisation of Technical Skills 34% 
6. Training for role and task 20% 
7. Compensation and reward system 31% 
Source : Attitude Survey Report, 1986, O.N.G.C., Dehradun, p. 2. 
Table No. 23 reveals the percentage of officers satisfied in 
various areas in the Commission like overall job satisfaction, growth 
considering your age, qualifications, experience, opportunities for self 
development, skill development, utilisation of teclmical skills, training 
for role and task and compensation and reward system. The percentage 
of officers having overall job satisfaction was 44. The officers satisfied 
with their age, qualification and experience were 32 percent. M4 percent 
officers wore sulisficd by opportunities lor self dcvclopnienl provided 
percent 
by the Commission. 24,officers were satisfied with their skill development 
and 34 percent officers were satisfied by utilisation of technical skills. 
20 percent officers and 31 percent officers were satisfied by the training 
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for role and task and compensation and reward system. Table incidates 
that the overall percentage of officers satisfaction in various arqaswas 
not satisfactory. Again the Commission should improve areas overall 
job satisfaction, age, qualifications, experience, opportunities for .self 
development, skill development, utilization of technical skills, training 
for role and task and compensation and reward system for improving 
efficiency and productivity of the officeis'. in the Commission. 
Promotion of Hindi : 
O.N.G.C. has made full efforts for the use of Hindi in the 
organisation and adopted several measures for it which are as under : 
1. Formation of Hindi Cell : 
A Hindi Cell was established at Tel Bhavam, Dehradun. It 
consist of 2 officers and 6 employees and is functioning at Headquarters. 
The Deputy Director (Hindi) is Incharge of the Cell. 
2. Stationary Items : 
All letter heads/rubber stamps are bilingual and standard drafts 
are prepared both in Hindi and English in the Commission. 
3. Name Plates and Sign Boards : 
All name plates and sign boards have been prepared bilingually 
in Hindi as well as English. 
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4. Correspondance : 
Letters received in Hindi are replied to iti Hindi. All official 
invitation cards and greeting cards are prepared eitlicr in Hindi or in 
Hindi and English both. 
5. Documents to be Issued Uixler Section 3(3) of the Official Language Act: 
All Gazette Notifications, Annual Reports, Reports for committee 
on Public, Public Undertaking (COPU) etc. and parliamentary are prepared 
bilingually. 
6. Aid Materials : 
Hindi, English Dictionaries have been distributed to various 
officers and employees to facilitate them to work in Hindi. 
7. Hindi Library : 
The Commission has established a Hindi Library at H.Q. In 
this library, there are 3839 Hindi books on various subjects. During 
1987-88, 540 books worth Rs. 15,000/- on different subjects were purchased 
in this Libarary. 
Apart from the above, similar Hindi Libraries are being run 
at IDT, BOP, Delhi and Ahmedabad offices^ also. 
1. Annual Report, op. cit., 1987-88, p. 66. 
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8. Publications : 
The following Hindi Magazines are being published originally 
in Hindi from various work-centres : 
Quarterly From Hqrs. dehradun 
Half yearly From Ankleshwar Project 
Mdlf yearly From Ahmodnhad I'i'ojnct 
Annually From Mchsana Project 
Annually From Baroda Office 
1. 
2. 
3. 
4. 
5. 
Rajbhasha Vikas 
Vasudhara 
Snbarmnti 
Udgam 
Samarika 
9. Advertisement : 
All advertisements in the Commission relating to recruitment 
are published in Hindi and English in the newspapers of respective languages. 
10. Cash Awards : 
During the year 1986-87, for original Hindi work two officials 
were given awards of Rs. 1,500/- to each. 
11. Hindi Typing Training : 
Under this training in 1987, 5 employees were trained in Hindi 
Typing and declared successful in the examination. In 1988, 8 employees 
were trained in it. 
11. Books Written and Published Originally in Hindi : 
A senior officer of the Commission Shri Ashok Malviya, Deputy 
General Manager has written 'GLOSSARY OF TERMS' (used in Petroleum 
1. Annual Report, op. cit., 1986-87, p. 122. 
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Industry) and published it. 
Now to percentage of officers/employees possessing working 
1 knowledge of Hindi is 66. 
Conclusion : 
The personnel policy of O.N.G.C. is very sound as regards 
its objectives and manpower. It contains all the heads of a sound organi-
sation. The success of the Commission is vested in its personnel. At 
present O.N.G.C. have 44000 well trainod (luui well tniinc'd) and well 
disciplined personnel. The main objectives of the Commission are self 
reliance in oil and self-reliance in technology, promoting indigenous 
efforts to achieve selfreliance in oil related equipments, materials and 
services and environmental protection. These objectives have been acheived 
by the Commission through its own personnel. O.N.G.C. manpower are 
engaged in activities of drilling, operation, technical and exploration, 
this is done thrown its personnel policy. Tliis classification provides 
an easy method for control of its manpower and fulfilment of their 
requirements. The main objectives of the O.N.G.C. personnel policy 
are recruitment of the right man for the right job and at the right 
time, to follow participative style of management, to maintain good 
working and living conditions, job a satisfaction, suitable emoluments 
and career growth of employees as well as growth of the Commission. 
This is possible through mutual love for and confidence in each other, 
1. Annual Report, op. cit., 1987-88, p. 68. 
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goodwill, friendship, understanding and team work amongst all employees. 
It gives more emphasis to the continuous development of all employees 
and to make optimum use of manpower as well as other resources of 
the Commission. It has evolved an organisational structure with clear 
cut objectives and policies, social and business objective. Tlie professional 
freedom has been given to employees to function in accordance their 
abilities, resourcefulness and initiative. The O.N.G.C. personnel policy 
basically follows the management philosophy whicii aims at being fair, 
friendly and firm towards all employees in execution and implementation 
of its rules and regulations. 
The manpower was 440 in 1956-57 while it rose to 44,000 
in 1987-88,. There was no crude production and profits during 1956-57. 
Manpower, production and profits were 43,349, 27.86 million tonnes 
and Rs. 1,484 crores in 1986-87. Again it rose to 44,000, 27.908 million 
tonnes and Rs. 1,505.36 crores in 1987-88. Manpower, production and 
profits increased in 1987-88 from the previous year 1986-87 at ttie rate 
of about 1.50 percent, 0.17 percent and 1.43 percent respectively. 
The manpower growth rate was highest in comparison- to production 
and profits. The growth rate of production was lowest amongst the 
the three. The employees recruited and promoted during 1987-88 were 
935 employees and 1855 employees respectively. Separated employees 
were 583 employees during 1987-88. They were separated Ihrougii tlie 
retirement of 234 employees, resignation of 186 employees, death of 
145 employees and removal of 5 employees from the services. O.N.G.C. 
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is a high risk, high cost and high technology organisation in the Country. 
So the Commission plans cautiously and carefully for manpower requirements 
and selection. At present the Commission's objective is to have zero 
growth rate of manpower and it intends to revise manpower norms in 
operational and non-operational both areas. An analysis of the retirement 
profile O.N.G.C. reveals that nearby 868 senior officers would be retiring 
by the end of 1991. 
The Commission has given more emphasis towards the training 
and development of its manpower for achieving excellence in their working 
fields. The main objectives of training and development are to develop 
skilled managers, supervisors and workman, improve the performance 
standard through retraining, to develop scientists and engineers for mastering 
technology, to enhance the knowledge specialisation and management 
skills, to supplement the efforts in organisation development, to develop 
new skills in surplus manpowr, and to develop multi-disciplinary working 
system through a specific training strategy. For tlie training purpose 
the Commission has set up an Institute of Management Development 
at Dehradun. About 3000 officers are trained every year in this institute. 
IMD has full upto date facilities of training. IMD has conducted graduate 
training programmes, induction training programmes, refresher programmes, 
orientation/reorientation programmes, seminnrs/worksliops and management 
development programmes for executives training. Staff Training Institutes 
are also functioning at Bombay, Western Region and Assam for training 
of non-executives. 4336 class III and IV employees have been trained 
by the Staff Training Institutes during 1987-88. Specially tailored pi'ogrammes 
251 
have been used for training of the lower level of employees like helpers, 
drivers, crane operators etc, so that they may perform their duty in 
a better way to increase overall productivity of the Commission. Total 
156 programmes have been held for executives training in 1987-88. 
Total 8103 executives and non-executives have been trained during 1987-88. 
The Commission has spent Rs. 161.76 cr. on employees pay, 
dearness allowance, drilling allowance, house rent allov>/ance, other allowance 
and contribution C.P.F. during 1987-88. The expenditure rose at the 
rate of about 15.46 percent from the previous year 1986-87. The Commission 
has also paid Rs. 65.96 cr. for welfare of employees such as children 
education allowance, contribution to family pension, and medical expenses, 
incentives, gratuity and bonus in 1988. Housing ns n welfare measure 
is given more emphasis in the Commission. Continuous efforts have 
been made for this purpose. Allocation of house building advance was 
Rs. 1936-57 lakhs in 1987-88. Total 8848 houses were constructed by 
the Commission t i l l 1988 and 2455 houses are under construction, which 
will be completed by the end of 1989. The percentage of housing facilities 
satisfaction is 23.90% and it will be 32.99% after complelion of undercons-
truction houses in 1989. It indicates that the housing facilities in the 
Commission are very poor. iWajor constraints in improving housing facilities 
are non-availability of suitable lands and lack of finance. The Commission 
has paid Rs. 747.04 lakhs for car advance and Rs. 298.86 lakhs for 
motor cycle, scooter and moped during 1987-88. It has also expended 
Rs. 205 lakhs in 1987-88 for education of employees wards. Total expen-
diture on employees was Rs. 53.7 Cr. in 1981 wl)ilc it rose to Rs.227,72 Cr. 
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in 1988. In 1981 the total number of employees were 28,138 while 
they rose to 44,000 in 1988. Average cost per employee was lis. 19.0 lakhs 
in 1981 and it again rose to Rs. 51.7 lal<hs in 1988. Total expenditure 
on employee increased from 1987 to 1988 at the rate of about 9.31 percent, 
average cost per employee increased at the rate of about 7.93 percent 
and the number of employees increased at the rate of about 1.50 percent. 
Total expenditure on employees is increasing faster than the number 
of employees and the average cost. 
All the activities of sports, cultural and related activities 
are to be conducted through the Directorate of Sports. The Commission 
has two kinds of planning, short term and long term for sport development 
in the organisation. In short term planning in the age group form 18 to 
21 years employees and their children are considered for various disciplines 
of sports and thorough extensive coaching at the national level. In 
long term planning, deserving children in the age group of 10 to 18 years 
are considered. The Commission has provided the following incentives 
to promote sports in the organisation : 
1. It has provided sports facilities at all work centres in proportion 
to the population located in these centres. 
2. It has made arrangement of a sports coniplex at the Headquarters 
and tlie Regional Headquarters, etc. 
3. A scheme has been introduced to ineoui'ago and provide necessary 
infrastructure to the wards of the employees, e.g., ground 
and coaching facilities. 
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4. In order to foster the esprit-do-corfis luul the ((^ niii spirit (imoiigst 
the players, travelling fucilitics, money for extra diet and 
out-of-pocket allowance are given to players. 
The Mahila Samities were set up at Headquarters Dehradun 
and other Regional work-centres. Mahila Samities were earlier known 
as ladies clubs. The Mahila Samities play a very significant role in 
the cultural and social activities in the (Commission. These samities 
are actively engaged in community development through schemes such 
as village adoption and adult eduction etc. Vocatioiiul Centre have 
been engaged in giving employment to dependents of deceased employees 
by offering stiching jobs, making file flaps, file boards, typing, photocopying 
work, masala grinding, preparation of pickles, etc. Handicapped persons 
are also employed in these Centres. 
In recognition of the social responsibility, O.N.G.C. has sanctioned 
donation of Hs. 27,36,000/- to various needy organisations, institutions 
and persons, etc. 
O.N.G.C. has also given fully facilities to retired employees 
and their dependents such as : 
1. Retention of Commission's acconnnodation for four months 
after retirement. 
2. iVIedical facilities for self on contribution basis for whole life. 
3. Merit scholarship to children of retired employees till the end 
of academic year. 
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4. Medical fucililies in the Commission's ciinifs for 3 montiis 
after retirement. 
The Commission has 12 visually handicapped employees, 6 hearing 
handicapped employees and 52 orthopeadically handicapped employees. 
So the total handicapped employees are 70 in the Commission. It indicates 
that the Commission's personnel policy fully recognises the social obligation 
towards the retired employees as well as liandicappcd persons etc. 
The Commission planted 1,16,095 trees during 1987-88 at the 
cost of Rs. 12,71,660/-. The percentage of survival trees was 64.43. 
Industrial relations in the O.N.C.C. have been very cordial, 
excellent, relationship exists between the management and the employees. 
The Commission always considers its employees as its assets, and while 
formulating welfare policies, employees are consulted and their suggestions 
duly considered. Only 653 mandays were lost . in the Commission due 
to industrial unrest during 1986-87 which is quite nominal in comparison 
to total employment and complex nature of activities. Grievances 
not 
Comtnittees and Appeal Committees arc i [)ro[)crly lunclionnig in the 
Commission for resolving the grievances of the employees. Employees 
participationin management has also been introduced in the various work-
centres. 
Computers are being used in P and A department of headquarters 
and regional headquarters to maintain the biodata of executives and 
to provide all required information quickly to the P and A department. 
The Commission has conducted various special studies in 1987-88 to 
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raise productivity, to identify surplus iiinn[)owcr, neod bnscd distribution 
of manpower and fresh requirements of manpower. The following manpower 
assessment studies have been conducted during 1987-88 : 
1. Manpower Assessment study of NRBC. 
2. iVlanpower Assessment study of ERBC. 
3. Manpower Assessment study of SRBC. 
4. Manpower Assessment study of I)!!(!, HKHC 
5. Manpower Assessment study of WRBC 
6. Studies to assess immediate manpower rccjuircmcnl of new 
research Institutions i.e. lEOP and IPT. 
7. Manpower Assessment study of new Hospital at Dehradun. 
8. Manpower Inventory. 
9. Computerisation Activities. 
10. Attitudes Survey of Young executives. 
The total number of SC/ST employees were 6094 in 1988. 
During the last five years, a large number of steps have been taken 
by the Commission for the welfar of the SC/ST community. Some 
of them are given below : 
1. Annual Component Plan. It is a scheme under which Commission 
has sanctioned a fixed amount for a particular period as for 
one year towards the welfare drinking water facilities are 
provided under this plan. 
2. Special recruitment with relaxed standards. 
3. Special scholarship scheme etc. 
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Under the nnriunl Com()onciit plnii, n siini of Hs. 8,{)(),()()()/-
was sanctioned during 1987-88 by the O.N.G.C. for the welfare of 
SC/ST people. 
The Vigilance Department is headed by a Chief of Security 
officer. He is assisted by Directors/Deputy General Managers (DGM) 
and several other officers. The vigilance department performs tiie following 
functions : 
1. To review existing rules and procedures. 
2. To take remedial action for minimization of corruption and 
fraud. 
3. To collect information about corruption and frauds. 
4. To shift or transfer staff from corruption prone areas. 
5. To hold regular meetings with C.B.I. 
O.N.G.C. security measures are very strong in disciplines and 
duties towards the Commission objectives. Security measures adopted 
by it include or having security staff of special Reserve Police, State 
Police and private Contract Guards, nakabandi at important road junctions 
in premises of Headquarters and otlier working centres, formation of 
mobile patrolling parties, survivellance of trunk pipe lines by helicopters 
and progressive induction of Central Industrial Security Forces (CISE) 
for security as well as for fire services. Formation of Territorial Army 
Unit, for hostile and emergency time services. 
Safety measures adopted by tlie Commission in Assam and 
Ankleshwar fields are not safe to the local population. Many fatal 
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cases liuvc liuppcnod in these fields and agi'ieullui'ul piuduelion lias also 
been affected from environmental pollution in these areas. 
The Commission is making ful l ef forts for the use of Hindi 
in the organisation through providing incentives to Hindi working employees. 
The measures taken for this purpose are format ion of a Hindi Cel l 
at the Headquarters, obtaining Stationary items both in Hindi as wel l 
as English, having name plates and sign boards bi l l ingual, establishment 
of a Hindi Library at H.Q. and other working centres, publication of 
Hindi Journals and other incentives. Lastly i t is concluded that the 
personnel policy is excellent in every respect, except housing fac i l i t ies , 
costly tree plantation policy in Bombay Region, lack of proper safety 
and environmental pollution arrangement in Assam and Ankleshwar operating 
areas where many fata l accidents happened during 1988. 
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CONCLUSION AND SUGGFiiTlONS 
III 1955, the Oil and Natural Gas UirceloralG was formed as 
n part of Geological Survey of India under liic Ministry of Natural llcsour'ccs 
The Oil and Natural Gas Directorate was raised to the status of a 
Commission in 1956. The Commission was made a statutory oi'ganisation 
by an Act of Parliament in 1959. In the absence of any trained personnel 
being available to start the risky oil exploration work and production, 
the O.N.G.C. recruited fresh geologists fi'om various universities and 
gave them an intensive training in the related field of oil and natural 
gas exploration. Thus Oil and Natural Gas Commission (O.N.G.C.) has 
pioneered exploration, drilling, production and transportation of crude 
oil and natural gas in the country. The Commission has made a creditable 
performance in the recent years in terms of net assets, sales profits 
and contribution to national exchequer among private and public sector 
undertakings. The Commission is now operating across the country 
in Assam, Arunachal Pradesh, Orissa Rajaslhaii, IMadhya Pradesh, Uttar 
Pradesh, Maharastra and West Bengal. Some more exploration areas 
in Western India have been included in the Commission's map of operation. 
At present the Headquarters of the Con\inission is located 
at Dehradun. In fact, the growth and development of the C-ommission 
is regarded as synonymous with the development of India's Oil Industry. 
The Commission has the following objectives : 
1. To attain self-reliance in oil. 
2. To attain self-reliance in technology. 
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3. To promote indigenous efforts to ncliicvc sclf-roliaiicc in oil related 
equipments, materials and services. 
4. To assist in conservation of oil and making a more efficient use 
of energy and development of alternate sources of energy in the 
country. 
5. To ensure environment protection. 
6. To make long term planning for oil self-sufficiency in the country. 
7. To undertake price fixation and marketing of oil and natural gas 
produced by it. 
8. To obtain its share in the world oil market. 
9. To have generation and maximisation of internal financial resources 
for its own growth and development. 
10. To make regular efforts for new exploration areas. 
11. To achieve maximisation of the rate of return. 
Now (in 1988) the Commission has 44000 employees, including 
15000 executives and 29000 staff employees. The Commission 
is providing fuel and feedback stock to power plants, mills, refineries, 
fertilisers, petro-chemical and other petroleum based industries 
in the country. The Commission provides employment opportunities 
either direct or indirect for over three lakhs people in the country. 
The Commission has encouraged domestic industries to manufacture 
oil related equipments. Tiie O.N.('•.('. is providing assistance and 
cooperation to other developing countries in the field of oil exploration 
and production like Iraq, Vietnam and Sri Lanka. The Commission's 
crude oil production and natural gas output were 9.64 million tonnes 
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and 6,970 million cubic meters, in 1988. The sales and net profits 
were Rs. 7268 crores and Rs. 1653.97 crores in 1988. The Commission's 
contribution to national exchequer in 1988 was Rs. 3993.03 crores, the 
centre and the state shares being Rs. 3692.03 crores and Rs. 401 crores 
respectively. 
But the Commission has failed in some areas of its operation 
which are given below : 
1. It was found that of 26 sedimentary basins only 13 basins 
were considered of immediate interest or operation for hydrocarbons 
exploration. The rest of the 13 basins remained unexplored or were 
poorly explored by the Commission. 
2. The marketing objective of its products should be given up. The 
marketing functionof the Commission for natural gas lias over burdened the 
organisation, because marketing of natural gas is a very complex function 
requiring huge investments, integrated planning for processing, transportation 
and distribution. So the Commission should not perform this marketing 
function. The Cotnmission should concentrate on liieii' primary functions 
of exploration and exploitation of hydrocarbon resources. 
3. There is a lack of coordination and cooperation with the other 
different national agencies of science and teclmology which too' are 
working in the same fields. These agencies are Geological survey of 
India (G.S.I.), Botanical Survey of India (B.S.I.), National Remote Sensing 
Agency (N.R.S.A.), Central Ground Water Board (C.G.W.B.) and Oil India 
Ltd (OIL). The O.N.G.C. and Oil India Limited is working in the same 
areas and with the same objectives. But the Government has not allocated 
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separate (or specifics) areas for their operation. I'hc working of the 
two national agencies O.N.G.C. and Ollv is creating wasteful movement 
of machinery, equipment and other oil related materials and services. 
4. The Commission is creating a lot of mni'ine polhit ion, s[)ccially 
near the coasts and is doing l i t t l e to minimise this pollut ion of the 
marine waters. 
5. The Commission has failed in achieving solf-suff icieney in crude 
o i l and petroleum products because its crude oi l production, i.e. around 
27 mil l ion tonnes has stagnated from 1985 to 1987. During the same 
period, crude oi l consumption increased from 45.3 mil l ion tonnes in 
1985 to 48.46 mil l ion tonnes in 1987. The self-suff ic iency declined 
from 68% in 1985 to 62% in 1987. 
Certain suggestions are given in this regard. The Commission 
should decentralise their exploration and operation act iv i t ies among 
the other basins where oi l has been found and which are le f t as poorly 
explored. 'i"he Government should make a proper planning for coodination 
and cooperation among the di f ferent national agencies of science and 
technology l ike G.S.I., B.S.I, or R.S.I., O.N.G.C. and OIL. etc for maximum 
uti l isat ion of funds and resources. The results of these agencies of 
investigation are kept in the respective departments as unpublished works. 
These agencies create wasteful expenditure again for the same work. 
So the results of these agencies of investigation should be published 
and transferred to other related agencies of science and tcclinology. 
The specific areas of operation should be allocated to O.N.G.C. and 
OIL for removing the wasteful movement of machinery and equipments. 
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I'he marketing of natural gas slioulcl be translerrcd from llic C-ornniission 
to Gas Authority of India Ltd (GAIL) foi- reducing the Gom mission's 
burden of processing, transportation and distribution vviiile the GAIL 
is already performing this business in the country. The Commission 
sliould perform only their the primary functions of exploi'ation of hydrocarbon 
resources. In its objective of environment protection. The Commission 
has failed in the coastal areas. The Commission's operation activities 
of oil production in the ocean are creating water pollution in the seas. 
So the Commission should be more conscious in tiiis regai'd because 
water pollution is dangerous to humanity and water animals, etc. The 
Commission's crude oil production has stagnated from 1985 to 1987 
at around 27 million tonnes while consumption lias increased for the 
same period from 47.03 million tonnes to 48 million tonnes respectively. 
Self-sufficiency in oil declined from 67?6 in 1985 to 6296 in 1987. So 
the Commission should take the following steps again to improve the 
performance of oil production and its efficiency. 
1. It should increase productivity to the maximum. The maximum 
productivity can be considered as tlie elficient use of the inputs 
for having a certain amount of out|)ul. Peter Druckei' defines 
productivity as "that balance between all factors of production 
that will give the greatest output for the smallest effort". 
2. Upgradation of technology. 
3. Use of computers in interpretation of data. 
4. Use of Early production system (EPS) in operational fields and 
commercial production because this system reduces the time which 
1. See on next page. 
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would minimise the cost of rigs and other equipment. 
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5. Improve the eupaeity utilisation of ligs. 
6. The Commission should devote more attention to development 
and research in future in allied energy fields like underground 
coal gasification, solar energy, geo-thermal energy and also for 
diversification in areas of non-conventional sources of energy. 
The O.N.G.C. is n public cor()ornti()n. It lias adopted tiio functional 
organisational structure. But in practice the Commission follows the 
matrix form of organisation at administrative level and functional at 
managerial level. The Commission consists of a Chairman, Vice Chairman, 
six full time members like drilling, exploration, natural gas, technical, 
finance, personnel and two part time members. Various Regional Directors/ 
Group General Managerss/General Managers and Deputy General Managers 
are working under these members. The four business groups, exploration, 
drilling, operations and technical were set up in the Commission. The 
Commission has also created six regional business centres on the basis 
of geographical areas. These regional centres are controlled by regional 
directors. These regional centres are given below : 
1. Bombay offshore : B.R.B.C. Bombay Regional Business 
Ccnlrc. 
2. Eastern : E.R.B.C. Eastern Regional Business 
Centre. 
3. Western : W.R.B.C. Western Regional Business 
Centre. 
1. Nirmal Genguly, Higher productivity Faster Industrial Growth, 
Yojana, New Delhi, January 1-15, 1989, p. 17. 
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4. SouUicrn : S.RAi.C. Soullicrn Jicgioiiul Business 
Centre. 
5. Central : C.R.B.C. Central Regional Business 
Centre. 
6. Northern : N.R.B.C. Nortiiern Regional Business 
Centre. 
The main features of the commission's organisational structure 
are given below : 
1. The Commission has divided the onsliore and ofl'sliore activities 
and deals separatly willi onsiioic and offshore exploration and 
operations. 
2. The Commission organisation has been divided into six regional 
business centres like (1) BRBC, ERBC, WRBC, SRBC, CRBC and 
NRBC. for quick decision making and clarity of tiie working results. 
3. The organisation is divided into four business groups of cx()ioration, 
drilling, operations and technical business group for smooth administra-
tion and management. 
4. It is a matrix organisation at administrative level and functional 
with managerial level. 
5. The various research institutes are functioning in the Commission, 
independently for improving the working condition of the Commission. 
These institutes are training institutes at Dehradun. The reservior 
studies institute at Ahmadabad and the safety and invironment 
institute at Goa. The personnel member deals witli the pl/nining and 
envaluation of personnel policies, human resources manngenient, training 
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and development, employees services nnd motivntion, industrial 
relations, corporate planning and security. The member (P) also 
covers the following heads of activities : 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
14. 
Economics and statistics 
Fire services 
Development of Hindi language 
Horticulture 
Industrial relations 
Industrial engineering 
Interpretation cum translation 
Legal activities 
Library 
Organisation and its management 
Medical services 
Personnel administration 
Public and Administration, vigilance and 
Security 
The Commission's organisational structure is very upto date 
in relation to current challenges of the undertakings. The Commission 
hns got excellent status among the other public sector underlMkings in the 
country in regard to profitability and industrial harmony. Its excellent 
status or success is mainly the result of effective organisation, scientific 
structure and its aggressive role towards its objectives. In the Commission, 
clarity of the objectives, manpower development, centralisation and 
decentralisation, leadership style and obligation towards the society 
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are satisfactory. The Commission gives more attention towards the 
communication systems because this is the time of communication revolution 
in the world today. Time factor has become very important in the 
decision making process in oil industry because it requires quicker docisiotis 
due to risks of fire, cracks in pipelines, etc. "The Com/iiission has 
already introduced super high lech, with liigli speed of computers, state-of-
the art WAND (Wide Area Net works) and in house LANS (Local Area 
Net works). The LANS was installed in August 1989 at vasudliara Bhavan. 
The Commission has its own satellite communication system in the country 
for quick decision amongg the various work centres of the Commission 
and Headquarters. 
But the Commission's organisational structure has suffered 
due to the following reasons : 
1. The functional area are not defined to some extent. 
2. Lack of vision, committement and professionalism in the 
organisation. 
3. The complexity is too much in the authority and responsibility 
of the executives. 
4. Lack of workers participation in management. 
5. Senior Government officials associated with Petroleum Ministry 
believe the O.N.G.C. has concentrated too much on the organisa-
tional structure and its image rather than its main objectives 
of exploration and production of cr^j le oil. 
So it is further suggested tliat to improve the organisational 
structure the functional areas should be clearly defined. 'I'he workers 
1. DATTAQUEST, New Delhi, February 1990, p. 87. 
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participation in management should be introduced in the organisation 
to motivate of employees towards the organisation goals and objectives. 
Authority and responsibility of directors, (lie group gcnoi'nl manager, 
the general manager and supervisors again should be clearly defined 
for minimisation of the complexity involved in it. More selected engineers 
and scientists should be sent to abroad for training and development 
in several critical areas such as below out, hoi'izontal drilling and so 
on. The Commission's planning and policies should be more centralised 
at the administrative level and decentralised at managerial level as 
for as possible. The Commission should develop organisational culture 
of participative management for high morale and motivation of the 
employees through the use of the following steps in the organisation. 
1. Full knowledge of the employees problems. 
2. A faith in human effort for growth and development. 
3. Respect for employees' dignity in the organisation. 
4. Social acceptance of employees. 
5. Trust and faithful! behaviour among fellow employees, specially 
towards junior colleagues. 
6. Cultivation of formal as well as informal relationship among 
the employees. 
7. Fair, friendly and firm handling of policies and programmes. 
8. Tolerance for errors. 
9. Recognition of work through the reward system. 
10. Introduction of social bond with employees and participation 
in cultural and sport activities. 
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11. novolopiiiciit of profossioiinl (itid profcssioniilisiii, ('(>iii|)cloiico 
culture. 
12. Uniform of Common standards of conduct, behaviour and time 
management. 
13. Ledership should be developed among the managers and executives 
through its training, because bold, honest and latent qualities 
of a leadership can be developed through it (training). 
In brief, the Commission's personnel policy is covei's four classes 
of its- manpower i.e. class 1 employees, class II employees, class III 
employees and class IV employees. The Commission has also divided 
its manpower into three main branches, i.e., (1) Engineering (2) Geosciences 
and (3) Administrative and other supportive services. The Commission's 
personnel policy particularly deals with recruitment, selection, promotion 
and transfer, trainingg, salary and pay administration, incentives and 
fringe benefits, welfare amenities such as housing, education and medical 
benefits, etc. The Commission has adopted the indirect method of 
recruitment such as promotion of employees already in the services 
of the Commission, and direct method of recruitment by issuing recruitment 
advertisement in daily newspapers and employment newspapers for fresh 
candidations. The commission also appoints candidates on deiputation 
basis in the organisation by borrowing the services of persons from other 
Government undertakings. The Commission's personnel policy provides 
all special facilities to scheduled caste and scheduled tribes candidates 
in recruitment according to the reservation policy of the Government 
of India -forSC/ST. 
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The newly appointed employees have lo submit tlie certificate 
ol' age, chai'actei' certificate, oath of allegiance, marriage declaration, 
medical report, attested copies of degrees/diplomas and educational 
qualifications certificates, home town declaration, experience certificate 
and certificate of SC/ST to the concerned authority. The Commission's 
criterion for promotion is both seniority and merit. TIte pr-omotion 
of employees is decided by the promotion committee which is rc[)onsiblo 
for all activities of promotion in the Commission. Transfer of eniployecs 
is decided by the Headquarters at Dehradun. The Commission has tiie 
power to transfer any employee at any time and to any working place 
of the Commission. The Commission follows the policy of posting 
both husband and wife at the same working station. Transfers are generally 
made at the time of commencement of the academic session of children. 
There is only one date of increment in the Commission which is 1st 
January in each year. O.N.G.C. has set up the IVaining and Executive 
Development Division at Dehradun, The Commission conducts the graduate 
training programmes, induction training programmes, refresher programmes, 
orientation and reorientation programmes, seminars/workshops and manage-
-ment development programmes for employees training i/i various fields. 
The Commission has introduced a suggestion scheme to its eniployees 
for high morale and motivation. This scheme provides' incentive to 
employees for their correct decisions and suggestions for inventions 
and improvements in saving materials, labour, time and working conditions, 
safety and increased productivity. The Commission provides conveyance 
allowance to handicapped employees who generally require physical assistance 
for going and coming to their working place. Tlie Commission provides 
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house rent allowance to those employees who do not get the housing 
faci l i t ies in the Commission's own colonies. The Commission also provides 
t favel l ing allowance, dearness allowance, ci ty compensatory allowance, 
dr i l l ing Hllowiincc, (for project cm|)loyccs only), opcral ioi inl allowance, 
t r ip allowance, h i l l compensatory allowance, winter allowance (at Dehradun 
only), hard duty allowance (only Bombay Offshore Project), tea allowance, 
gun allowance to guards, washing allowance, typing allowance, remote 
local i ty allowance and overt ime allowance to its employees. The Commission 
provides f inancial incentives to its employees as incentive for higher 
cjualifieations such as prof i t sharing bonus cx-grat ia, house building advance, 
car advance, motor cycle advance, cycle advance, scooter advance, 
moped advance, vicky advance, cycle advance, fan advance, l iqui f ied 
petroleum gas (LPG) advance and fest ival advance. The Commission 
grants casual leave, special casual loavo, r/irncd lonve, linir \v\y ienvc, 
leave not due, study leave, extra-ordinary leave, quarantine leave, accident 
and disabil i ty leave to its employees. The Commission provides medical 
faci l i t ies, transportation and education faci l i t ies to its employees and 
their childern. Benevolent Fund Scheme and Provident Fund Scheme 
are functioning in the Commission to help employees for rainy days. 
Staff welfare committees are working at project level in the Commission. 
Canteen faci l i t ies are available at Headquarters and other working centres 
of the Commission and sports faci l i t ies arc provided by the (^omtnission 
to the employees and their children for the reputation of the organisation 
and sound health of the employees. Grievance Committes are functioning 
in al l the projects of the Commission for resolving the grievances of 
the employees and management in the organisation. The Commission 
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grants penalties to its employees for guilt and misconduct. These penalties 
are in the form of censure, withholding of increments, withholding of 
promotion, postponing future increments of pay, compulsory retirement, 
dismissal from service and suspension. The Commission is promoting 
Hindi language as National Language in the organisation through various 
Hindi publications and incentives to those employees who are able to 
work in the Hindi language. 
But the recruitment process of the Commission is faulty because 
it strictly emphasises the condition of first class or minimum 60 percent 
marks in degree classes. When the Commission conducts the written 
tests and interviews for the final selection of the candidate, this condition 
should not be so rigidly followed. So many good and brilliant candidates 
can not apply for employment in the Commission due to tliis restriction. 
The Commission should follow a dynamic and flexible recruitment policy 
and this first class condition should be removed from the personnel 
policy of the Commission. The Commission should fix maximum 55 percent 
marks in degree courses as the basic qualification or eligibility qualification 
to apply for a job in the Commission. 
The personnel policy of the Commission does not take into 
account the workers participation in management in the organisation. 
It should be clearly included in the personnel policy of the Commission 
for evolving an open management and democratic culture in the organisation. 
The Commission's personnel policy has divided its manpower 
into four classes, class I employees, class II employees, class HI employees 
272 
nnd class IV cniployces. The Coiiiiiiission's iiuiiipowci' is nlso divitJcd 
into three main heads (group) as (1) l^jigineering (2) Cooscicnccs and 
(3) Administrat ion and other supportive services. 'I'he main elements 
of the personnel policy of the Commission are manpower planning and 
development recrui tment, promotion and transfer, t raining, salary and 
wage structure, incentives and fringe benefits and welfare amenities such 
as housing, education of the employees.' children and medical benefits 
etc. The manpower planning in the Commission is practised wi th the 
cr i ter ion to develop its manpower in both quality and quantity to e f fect ive ly 
meet the requirements and challenges of the organisation. Long term 
manpowr planning l ike corporate plan, operative plan, work plan and 
annual work programmes is being ful ly practised in the Commission 
but strategic planning is not being implemented while this planning plays 
a very dynamic role in manpower development in any organisation. The 
Commission has .an Advisory Council on Human Resources Development 
but i t is not functioning sat isfactor i ly in the organisation. The main 
aim of this council is to provide expert knowledge to the Commission's 
chief executives for proper maintainenance and development of its manpower 
in the organisation. Major variables af fect ing the career planning of 
manpower in Commission are individual variables and organisational 
variables. A four-stages-model is being practised in the Commission 
for career planning of manpower in the organisation. Tiic four stages 
are (1) exploration stage (pre-recruitment stage), (2) early career stage, 
(3) mid career stage and (4) late career stage. A t present the Commission 
has a balanced manpower (neither surplus nor shortage of manpower) 
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in the organisation, Direct recruitment method (promotion of employees 
already in service in the Commission) and indirect mctliod of recruitment 
(fresh condidates) have been in full practice in the Commission. But 
borrowing the services of persons from the Ccnti'nl CovcrnMient and 
other public sectors undertakings (on deputation basis) is not in practice 
in the Commission. The reservation policy for scheduled caste and 
scheduled Tribes is in full practice in the Commission for upliftment 
of these classes of people in tiie country. Promotion and transfer policy 
is practised satisfactorily in the Commission but there is a lack of 
uniformity in this policy which creates labour unrest i.i tlie organisation. 
For the training of employees in the Commission, graduate 
training programmes, induction training programmes, orientation and 
reorientation programmes, seminar workshops and management development 
programmes have been in full practice for providing their latest techniques 
and methods and technologies to employees in the Commission. Induction 
training, functional training, development training, safety training, training 
on computerisation and communication, training on environment protection 
and apprenticeship training are full practised in tiie Commission but 
coaching is not arranged for the employees in the Commission. Computerised 
Communication in Public and Administration (P and A) is being practised 
at the Headquarters and other regional centres of the Commission, 
Decisions in relations to employees service matters are made only once 
a year. But the writing of performance appraisal reports is delayed 
because the executives do not give their self appraisal easily and timely 
to the reporting officers of the Commission. The suggestion scheme 
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was introduced in the Commission in 1984 foi' employees' mot ivat ion 
but i t has fai led due the lack of proper publicityjind apathy of control l ing 
off icers of the Commission. The Commission provides to its employees 
dearness allowance, house rent allowance, travel l ing allowance, housing 
faci l i t ies in the Commission's Colonies, daily allowance, h i l l compensatory 
allowance, incentive for higher qual i f icat ions, incentivve to promote 
fami ly norms and prof i t sharing bonus exgratia. But overt ime allowance, 
winter allowance and c i ty compensatory allowance are not provided 
in the Commission. The Commission provides f inancial assistance in the 
form of house building advance, car advance, scooter advance, motor 
cycle advance, Moped/Vicky advance, but the Commission does not provide 
proper cycle advance, fan advance, L.P.G. advance and festival advance 
to its employees. A benevolent fund scheme and group insurance scheme 
have been in fu l l practice in the Commission. The Commission provides 
to its employees casual leave, special casual leave, half pay leave, 
commuted leave, leave not due, extraordinary leave, study leave and 
quarantine leave, al l of these kinds of leave are in fu l l practice in 
the Commission and employees are avail ing them easily for rest and 
other purposes. The Commission's medical policy for its employees 
is sat isfact io.ry. The children's education policies and faci l i t ies are very 
poor in the Commission due to lack of the Commission's own schools. 
The Commission provides special faci l i t ies for the working 
place in Bombay and Assam but the working places iti Calcutta are wit i iout 
these special faci l i t ies. Appeals Committees and Grievance Committees 
are not in fu l l operation in the Commission which is demoralising to 
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the employees and reducing their product iv i ty and eff ic iency of the organi-
sation. The discipline policy against the gui l ty employees is not very 
s t r i c t , employees do not wear their proper uniforms issued by the 
Commission for them and are in the habit of lo i ter ing in working hours. 
Again certain suggestions are given for further improvements, 
in personnel policy and its practices so that the employees' product iv i ty 
and eff ic iency can be increased in the Commission. 
1. Strategic planning for manpower should be introducted in the 
Commission to meet the future requirements, ncecJs and challenges of 
the organisation. 
2. Advisory Council on Human Resources Development of Commission 
should function sat isfactori ly by holding t imely meetings. 
3. A uniform personnel policy of promotion and transfer should be 
framed by the Commission for removing grievances of ti ic d i f ferent 
classes and work centres of the employees and achieve maximum labour 
product iv i ty. 
4. Coaching method of training of employees is not in fu l l practice 
in the Commission. This method of training siiould be ful ly practised 
in the Commission. 
5. The performance appraisal reporting is not sat isfactory in the 
Commission because executives do not easily provide their self-appraisal 
to the report ing of f icers. The Commission should take disciplinary action 
against those executive who do not give their self-appraisal at the given 
t ime. 
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6. The suggestion scheme for tlie employees' molivatioti and rccogni-
sition of their suggestion has failed in the Commission due to lack of 
proper publicity and apathy of the controlling officers of the Commission. 
This scheme should be circulated among the employees to remove apathy 
of the controlling officers of the Commission. Hceausc this scheme 
will reduce waste of time, money, material, and services of employees 
in the commission and also provides incentives to the capable and efficient 
employees through prizes and awards. 
7. The Commission should offer overtime allowance, winter allowance, 
and city compensatory allowance because there are provided in the 
.personnel policies of the Commission but are not in full practice among 
the employees. It can create industrial unrest and low morale among 
the employees. 
8. The children's education policies and facilities are very poor 
in the commission. A large number of employees are not satisfied 
with it because the Commission is not providing education to all children 
of the employees in its own central Kendriya Schools where only sourceful 
employees can get admission for their children. 
So the Commission should open moi'C Kendriya Schools for 
the employees' children so that tlicy cati get cducalioti in these schools 
easily and also admission in other schools. 
9. Appeals Committees and Grievance Committees are not functioning 
satisfactorily in the Commission. This has create more and more differences 
among the employees and management. These committees should function 
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properly for resolving the grievances of the employees. These coniniillees 
can function satisfactorily through timely meetings, quick decisions, 
fair firm and decision without being the partial to any party. 
10. Discipline policy should be more strict because the tradition 
of loitering is in full practice in the Commission. Action should be 
taken against those employees who do not follow the policies and rules 
and regulations of the Commission in the organisation. Some employees 
did not wear their proper uniform whicli is issued by tiie Commission. 
in 
It is an Indication of the indiscipline of the employees/the c:;ommission. 
So discipline should be maintained in the Commission on the crieterion 
that discipline is commanded not demanded. 
Class 1, class II, class III and class IV categories of employees 
increased from 1980 to 1988 at the rate of about 305.95 percent, 100.76 
percent, 37.41 percent and 12.44 percent respectively. The total employees 
increased from 1980 to 1988 at the rate of about 66.83 percent. 186 
employees resigned while those removed from service were 13 employees 
during 1987-88. The maximum number of executives retired during 
1987 i.e. 766. The Commission should make arrangement for the future 
requirement of executives through long Iciin manpowei' planning. Mnnpowei' 
was 44000 while the production of crude oil and net profit were 27.90 
million tonnes and Rs. 1505.36 crorcs respectively in 1987-88. During 
this year the growth rate of manpower, crude oil production and net 
profits were 1.50 percent, 0.17 percent and 1.43 percent respectively 
from its previous year (1986-87), The growth rate of manpower was 
highest in comparison to crude oil production and net profit too was 
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not ndoqimle bocmiso the ('oiiiiiiission policy of /,<M() i;i()wtli i/ilc ol' 
manpower was not followed in the organisation. Tiie Commission puts 
more emphasis on the training of its employees for smooth functioning 
of the organisation and reducing the cost of production and operation. 
The Commission provides training to its employees througii tiie Institute 
of Management Development at Dehradun, Indian Institutes of Technology 
(IlTs) and Indian Institutes of management and Staff Training Institutes 
at Bombay and Assam. Around 4336 class 111 and class IV employees 
were trained by the Staff Training Institutees in 1987-88. The number 
of training programmes for executives training rose from 120 to 156 
from 1983-84 to 1987-88. But the number of executives trained declined 
from 3793 executives to 2923 executives from 1983-84 to 1987-88. It 
indicates that the training programmes of the Commission have failed 
in provide training to executives in the organisation. The total expenditure 
on welfare was Rs. 11.91 crores in 1981 while it rose to Rs. 65.96 
crores in 1987 but it was less than the expenditure in tfie previous 
year (1986), i.e., Rs. 67.76 crores. The Bombay has had the highest 
number of houses from 1983 to 1988 in the Commission's working centres. 
Bombay had 1081 houses in 1983 and 2535 houses in 1988. The Commission 
is 
had 8,844 houses in in 1988. The number of its own houses/much 
less in comparison to its total number of employees, i.e., 44000. The 
major problem faced in this regard is the non-avnilability of large tracts 
of land and lack of funds. The percentage of satisfaction in housing 
is very poor in the Commission. In 1988 the total percentage of satisfaction 
in housing was 23.96 percent but after completion of houses under construc-
tion in 1989 it will become about 32.99 percent. Only 33 percent of 
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employees are availing themselves of the housing facilities in tlie Commission 
owned colonies and other employees arc taking houses on rent and the 
Commission pays them house rent allowance but this trend is proving 
costly for the Commission. 
The car advance and motor cyclc/scootci'/mopcd advance were 
Rs. 392 lakhs and Rs. 399 lakhs in 1986-87 while the car advance and 
motor cycle/scooter/moped advance were Rs. 747.04 laklu and Rs. 298.86 
lakh- in 1987-88. The car advance increased from 1986-87 to 1987-88 
at the rate of about 90.57 percent while the motor cycle/scooter/moped 
advance was reduced at the rate of about 25.09 percent. The reductiofi 
in motor cycle, scooter and moped advance is not satisfactory because 
class III and calss fV cniployecs arc cJcnioralisod froiii (iiis act of reduction 
from the previous year and automatically less number of these categories 
of employees have availed themselves of this conveyance facility of 
advance for it. The cost of education of employees children declined 
from Rs. 226 lakhf in 1985-86 to Rs. 190 lakhj in 1980-87. During 1987-88 
it rose to Rs. 205 lakhs at the rate of about 7.98 percent from the 
previous year 1986-1987. The Commission provides 4 months accommodation 
facilities after retirement of its employees,medical facilities in commission's 
clinics for 3 months after retirement, Medical facilities are provided 
for full life on some contributory basis to the em[)loyces, /itid merit 
scliolarships to retired employees' children are given till the end of 
the academic session. At present (1987-88) tlie ("onirnission has 70 
handicapped employees among the total 44000 employees in the organisation. 
It is observed from that the Commission is making contribution towards 
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the welfare of the handicapped people by providing them employment 
opportunities in the organisation. There are 70 handicapped employees 
in the organisation, the number is very nominal in comparison to the 
to ta l 44000 employees in the organisation. The percentage of handicapped 
employees to to ta l employees is only 0.16 percent in the organisation. 
The tota l trees planted were 116095 while survived trees were 79119 
in 1987-88 in the Commission. The survived trees were 64.43 percent 
of the tota l trees planted during the year. The tota l expenditure incurred 
on i t was Rs. 12,71,660/-. Tree plantation in Bombay Regional Business 
Centre is very costly because i t expended Rs. 5,13,463/- for plantat ion 
of 2000 trees while the survived trees were only 1105, so the per tree 
survival cost was bout Rs. 464.67/-. The trees plantation policy of 
the commission is very costly and i t is a wasteful expenditure in the 
name of achieving the environment protection objectives of the Commission. 
The Commission's personnel policy believes in the socio-economic develop-
ment of the Scheduled Castes (SC) and Scheduled Tribes (ST) people 
through the reservation policy in recruitment and other faci l i t ies in 
employment l ike promotion and training etc. The to ta l strength of 
SC/ST employees was 6094 in 1988. 11 indicates that tl ie C^ommission 
follows the reservation policy in recrui tment and selection of SC/ST 
people in the organisation. 
The bonus rate was 4.0 percent in 1965-66 and it rose to 20 
percent in 1975-76. It came down to 15.77 percent in 1976-77. Again 
i t rose to 20.0 percent in 1977-78 and also stagnated at 20 percent 
t i l l 1986-87. This rate of stagnation of 20 percent bonus has created 
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disharmony and dissatisfaction among tlie employees of tiie Commission. 
The Safety and Environment Management Institute has taken up the 
collection and analysis of accident data for knowing the root causes 
of the accident. The Commission has set up an Institute of Petroleum 
Safety and Environment Management at Goa. The aim of this institute 
is to improve the standards of safety and environment protection in 
the O.N.G.C. by providing appropriate safety training and safety literature, 
etc. But the Commission has failed in preventing accidents and safety 
measures in Assam and Tripura working areas where several fatal accidents 
of the local people have taken place due to the negligence of the safety 
officers of the Commission. The Commission's environment protection 
objective has also failed in these areas. It has created water pollution 
and destroyed or damaged the paddy crops in Assam and Tripura. The 
Commission's vigilance department is headed by a chief of security 
and vigilance offices. The main objective of this department is to 
check or minimise corruption in the Commission. But this department 
has failed in check to corruption in the Commission because several 
cases of corruption have been reported in the Commission. The Central 
Bureau of Investigation (CBJ) has registered a case against the general 
manager (finance) Mr. N. Krishnamurthy,the general manager (administration) 
Mr. B. Sachdev and the deputy director (administration) i\Ir. K. Rama 
Rao of the Commission for allegedly misleading higher fficials and 
causing a loss of about Rs. 59 lakhs to the Commission in 1987. Perhaps 
this is the first time that CBl has filed a case against such high officials 
1. The Time;of India, New Delhi, Feb. 20, 1987, p. 8. 
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of O.N.(i.e.. During 1988 llic Coiiliollcr /iiul Auditor Cciicnil of India 
(CAG) report pointed out five specific cases of undue benefits and avftidable 
payments totalling Rs. 10.18 crores to contractors by O.N.G.C. during 
the period from 1982 to 1985. The latest case of corruption reported 
in 1989 is regarding payment to Jyotsna Holdings Private Ltd. by Sumitomo 
9 
Corporationof Japan for the contracts with the Commission. The total 
theft cases were 2a2 in 1986-87 while they were 208 in 1987-88. It 
to l!)87-88. 
indicates that the theft cases declined from 1986-87 j Convicted and 
acquitted cases increased from 1986-87 to 1987-88. It is due to failure 
of security measures of the Commission, Security measures should be 
more strict and conscious in this regard. The servicc-matler-disputed 
cases in pending increased from 290 to 304 during the period from 1.4.1987 
to 31.3.1988. The Commission's is not quick in taking decisions in such 
cases. This demoralises the employees due to uncertainty about results 
of their long-standing demands. The Commission has made full efforts 
for the development and use of Hindi language as National language 
of the country in the organisation. Approximately 66 percent of the 
Commission employees have the ability to work in Hindi language while 
performing their jobs in the Commission. The Commission donated 
Rs. 27,36,200 in 1986-87 to various social organisations and institutions 
for social services like development of education, help of ex-serviceman, 
and Chief Minister's Relief Fund, etc. 
The Commission officers (executives) were not satisfied with 
their jobs for reasons given below in table No. 1. 
1. The Economic Times, New Delhi, April 8, 1988, p. 1. 
2. The Economic Times, New Delhi, August 3, 1989, p. 1. 
?M 
'I'AULI- - I 
PERCENTAGE OF OFFICERS SATISFIED WITH THEIR JOB 
Factors % of satisfied Officers 
1. Overall job satisfaction 44% 
2. Growth considering your age, qualifications and 
experience 32% 
3. Opportunities for self development 44% 
4. Skilled development 24% 
5. Utilisation of technical skills 34% 
6. Training for role and task 20% 
7. Compensation and reward systems 31?o 
Source : Attitude Survey Report, 1986, O.N.G.C. Dclirndun, p. 2. 
The percentage of officers hnvinp ovornll job sntisroclion was 
44 percent. The officers satisfied with their age, qualifications and 
experience were 32 percent. 44 percent officers were satisfied with 
opportunities for self development provided by the Commission. The 
officers with skill development, utilisation of technical skills and training 
for role and task were 24 percent, 34 percent and .20 percent respectively. 
31 percent officers were satisfied with tlic com|)cnsalJon and rcwai'd 
system of the Commission. It indicates that the overall percentage 
of officers' satisfaction in the above factors was not satisfactory due 
to the weakness of the personnel policy and its in adequate practice 
in the organisation. But the industrial relations continued to be very 
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cordial during 1986-87. The 653 maiulays were lost in l<J8()-87 in the 
Commission due to industrial unrest which is quite nominal looking at 
the total employment position and complex nature of activities of the 
Commission. 
Again certain suggestions are given below for improvement 
in the personnel policy of the Commission and improve the worI<ing 
conditions of the employees : 
1. It is suggested to have control on resignation of employees, because 
186 employees resigned during 1987-88. This number of resignations 
shows the brain-drain of scientists, engineers and managers from liie 
Commission to other developed countries. This is a loss to the Commission 
as well as to the country. So the Commission should enforce a bond 
for a fixed period at the time of appointment and resignation should 
be considered a disqualification for a job in a foreign country. 
2. The maximum number of executives will retire during 1998 i.e. 
766, so the Commission should make strategic planning to fill up this 
gap in the organisation. 
3. The growth rate of manpower was highest in comparison to crude 
oil production and profit, which is not suitable and did not follow the 
Commissions zero growth rate of manpowci' policy in tlie oiganisation. 
So liie Commission should minimise the gi'owlh rate of manpower because 
this is a time of automation, otiierwise tiic oi'gam'sation will liavo over-
staffing of manpower. 
4. The training programmes of the Commission have failed because 
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the number of executives trained declined from 3793 executives to 2923 
executives from 1983-84 to 1987-88 wliile the number of trnining pro-
grnmmes for executives rose from 120 to ISfi for \hc siime period. 
The Commission should again reform its training institutes and training 
departments to improve their training capacity and to achieve maximum 
number as far as possible. 
5. The percentage of satisfaction in housing is very poor in the 
Commission, only 33 percent employees are availing themselves of the 
housing facilities in the Commission's ov<in houses, and otiier employees 
are taking houses on rent. The Commission pays tiic iiousc rcMit allowance 
to those employees who do not get ncconimodnti<)ii in the Commission's 
colonies, but this trend is proving very costly for the Commission. 
The shortage of housing in the Commission is due to the non-availability 
of large tracts of land and lack of funds. If the Commission makes 
arrangement of land and maximum funds with help from the Government, 
it wil l be profitable in the long run as it would mean less expenditure 
on rent allowances and would create permanent assets for the organisation. 
6. The tree plantation policy of the Commission is very costly 
and i t is a wasteful expenditure in the name of the environment protection 
objective of the Commission, because the total expenditure incurred 
on it was Rs. 12,71,660/- in 1987-88. Tiie Commission should avoid 
this type of unproductive expenditure. 
7. The bonus policy of the Commission too is not satisfactory, 
because the 20 percent bonus rate was fixed for tiie period from 1977-1988. 
This stagnation of bonus creates disiinrmony and (lissatisfnction among 
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the employees. So the Commission should again review this bonus rate 
for inaintnining industrinl hnrmony in the organis/ition. The Coir)mission 
should revise this rate keeping in views the organisation's pro f i tab i l i ty 
and future needs of the employees. 
8. The Commission's safety measures have fai led in preventing 
accidents and environment protect ion in Assam and Tripura working 
fields because several fatuls accidents of local [people have liappcncd 
due to the negligency of safety of f icers. The Commission should take 
s t r ic t disciplinary action against negligiant safety of f icers. These fa ta l 
accidents af fect ing local people have resulted due to fai lure of the 
safety off icers to give prior information wiicn using dynamite in explorat ion, 
9. The Commission's vigilance department has fai led in ci iecking 
corruption in the organisation because various scandals and frauds cases 
have been commit ted by the engineers, general managers and other 
executives in the Commission. The Commission should make proper 
arrangement for checking corruption in the organisation. The Commission 
should take immediate action against those employees wlio are involved 
in any fraud case such as removing tl ici i i from the sorvices of the 
Commission, or asking them to return the amount earned by i l legal 
means, and disqualifying them for promotion or for get t ing job in any 
other public sector undertaking in the country, 
10. The areas identi f ied for improvement arc overall job sat isfact ion, 
growth considering age, qualif ications and experience, opportunities for 
self-development and ski l l development, ut i l isation of technical skil ls, 
training for role and task and compensation and reward system of the 
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Commission because a large number o[ officers have been dissatisfied 
with these areas or factors. The Commission should review its policy 
regarding these areas for improving efficiency and productivity of the 
officers in tlie organisation. 
11. Mr. S.D. SHARMA, Chief Engineer Drilling at Dehradun has 
given a suggestion. 
The pension scheme needs to be introduced. The scheme is 
presently under consideration. "But this long drawn demand of O.N.G.C. 
employees for pension may not be accepted in near future because the 
Union Petroleum and Chemical Minister, Mr. M.S. Gurupadswami said 
on 26 Feb. 1990 at Dehradun, that the Pension was not on his priority 
list now, tlie O.N.G.C. employees would, however, get pension whenever 
the Government tooi< decision for the entire public sector". 
12. Mr. RANGARAJAN, Chief Engineer (M) Head INDEG at Dehradun 
has given the following suggestions for improvement of personnel policies. 
a) P and A regulation needs drastic revision. 
b) Transfer policy needs implementation. 
c) Promotion policy needs drastic re-evaluation and ratinalisalion. 
d) Suggestion scheme needs heavy strengthening. 
e) Wage revisionof officers is over due. 
f) Office facility and environment of work place needs review 
and revitalisation. 
1. The Hindu, Madras, Feb. 28, 1990 p. 3. 
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13. There is a lack of a research unit exclusively lo deal wi th 
personnel problems in the Commission. The personnel department should 
have a regular research cell in the Commission. Tliis research cell 
can be helpful in solving the new personnel problems in the organisation. 
14. The formation of jo int consultation committees is more important 
because i t can raise the high morale of the employees. But there is 
a lack of Canteen Managing Commit tee, Accommodation Advisory Commit tee 
the Workers Amenities Fund Commit tee and School Advisory Commit tee 
in the Commission. So these Committees should be formed in the 
Commission for raising the high morale and inci'cnsing the product iv i ty 
of the personnel in the Commission. 
15. There is greater Government involvement in human resources 
practices such as various laws in connection wi th employment, security 
and safety, and increasing complexity in the organisation. Again the 
Commission should re-examine its Human Resource Management Policies 
and practices and develop a new H.R.M, policy. 
The new Human Resources Management policy should be framed on 
the basis of a division of the main H.R.M. (or old H.R.M. policy) into 
four sub H.R.M. policies such as (1) Employees influence () Human Resource 
Supply and development (3) Reward systems and (4) Work systems. i';m[)loycos 
influence sub-system of H.R.M. policy should include pay, working conditions, 
career progression and employment security, etc. l l innnn resource sup[)ly 
and development sub-system of main H.R.M. policy include recrui tment, 
selection, promotion, transfer and terminat ion decisions of the organisation. 
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The reward systems include all financial, non-financial incentives and 
extrinsic and intrinsic rewards. The work sub-system of main II.R.M. 
policy includes all the activities or factors of arranging people, information, 
activities and technology. The four li.R.M. policy sub-systems siiould 
work in a unified manner rather than in a disjoined manner. 'j'his type 
of H.R.M. policy will cover all the areas of the human resource development 
easily without any delay and fully cover all factors which are involved 
in this policy. 
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OIL & NATURAL GAS COMiMISSION 
( DRILLING BUSINESS GROUP ) 
TEL BHAVAM, 
DEHRADUN. 
NO. D T : 2 . 1 1 . 8 9 
To, 
iMOHD. JAWED, 
59-S .S . (SOUTH) , 
A«M,U,,ALIGARH-202002 
Dear S i r , 
May p l e a s e f i n d e n c l o s e d h e r e w i t h Q u e s t i o n a i r e s e n t 
t o IDS a f t e r d u l y a n s w e r i n g e a c h of t h e p o i n t by p u t t i n g t h e 
t i c k c o r r e c t t o t h e b e s t of my k n o w l e d g e . I h o p e , t h i s may 
f u l f i l your p u r p o s e r e l a t e d t o your P h . D . work . 
Yours f a i t h f u l l y , 
w I V - : ••;,„,,>( 
( S .D. SHARMA *)' ' 
CHIEF ENGINEER (D) 
QUESTICNNAIRE 
Dear S i r , 
Below you vd.ll find a l i s t .of quest ions r e l a t i n g t o my 
research work e n t i t l e d as *A CRITICAL STUDY OF PffiSCMNEL POLICY AND 
PRACTICES IN OIL ANDNATURAL GAS (MmiSSlON (O.N.G.C.V. The questions 
are divided i n t o p a r t s , pa r t I , H , H I and IV, Please answer them 
by pu t t ing a t i d : ( V ^ ) along th6 .space on an a l t e r n a t i v e wliich 
you consider t o be most appropr i a t e , 
1 , Name i;hil^.f'.L^ll'^. 
2, Designation.,,. .f,l;Uj,.V;ihV;;/lV^"' ' 'V ) 
3 , Age ^ . . ' . . ' / i i . . 
l^ uman Resources Development 
1 . Has the Commission Human Resources Development y 
department 7 Yes No 
2» Has the commission surplus manpower ? Yes Nov^ 
3» Has the Cwmnission shortage of manpower ? Y e s ^ No 
4, Has the Commission long term manpower planning ^^ 
pol icy 7 Yes No 
5 , I s Advisory Council on Human Resources y 
Development functioning in the Commission 7 Yes No 
6 , Have you got any promotion 7 Yes"^ No 
7 , I s the t r a n s f e r policy pract iced in the v^ 
Commission 7 Yes No 
8, Does the Commission r e c r u i t i t s employees 
through which of t he following methods ? 
(a) Direct recruitment Yes No 
(b) promotion of employees already in the Services . 
of the Ccmmissibn Yes^ No 
(c) Borrowing the se rv ices of persons in the cen t ra l 
Government/State Government/public Sector under / 
t a k i n g s . Yes No 
2) 
9 , Does the Conunlssion follow d i r e c t and i n d i r e c t 
methods of recrui tment ? 
10, I s the po l i cy of medical examination of new 
employees pract iced in the Commission ? 
1 1 , Does new en t r an t s (newly r ec ru i t ed employees) 
submit the following doctraents 7 
(a ) . C e r t i f i c a t e of age ? 
(b) Character Ce r t i f i c a t e 7 
(c) Oath of Allegiance ? 
(d) Marriage Declaration 7 
(e) Home Town Declarat ion 7 
(f) Medical examination r epo r t 7 
(g) At t e s t ed Copies of Degree/Diploma 7 
(h) C e r t i f i c a t e of Educational q u a l i f i c a t i o n s ? 
( i ) C e r t i f i c a t e of experience 7 
( j ) C e r t i f i c a t e of SC/ST 7 
12. I s the scheme of r ecogn i t ion of mer i tor ious 
work p rac t i ced in the Commission 7 
13* I s the suggestion scheme pract iced in the 
Commission 7 
14. Are the following t r a i n i n g programmes, p rac t i ced 
in the Commission 7 
(1) Graduate Training Programmes 
(2) Induction Training programmes 
(3) Or ien ta t ion and Reor ienta t ion programmes 
(4) Seqainars/Workshops 
(5) Management Development Programmes 
15, Does the Commission provides following t r a i n i n g s 
t o i t s employees 7 
Yes 
y 
Yes 
Y e s ^ 
Y e s ^ 
Y e s ^ 
Y e s ^ 
Yes 
Y e s ^ 
Y e s \ / 
Y e s ^ / 
Yes ,^ 
Yesv- * 
No 
No 
No 
No 
No 
No 
No 
No 
No 
No 
No 
No 
Y e s v ^ N o 
Yes No 
'I 
Yes^ No 
YeY 
Yes*^ 
1 
Yes^ 
1 
Yesv/ 
Yes^ 
No 
No 
No 
No 
No 
3) 
Yes 
Ye^^' 
Y e ^ 
No 
No 
No 
y 
Yes No 
Yes 
/ 
Yes 
Yes 
No 
No 
No"' 
(1) Induction training Ye^ No 
(2) Functional Training 
(3) Development training 
(4) Safety training 
(5) Training on environment 
(6) Training on computerisation and 
communication 
(7) Apprenticeship training 
(8) Coaching 
PART ~ II 
16, Which of the following things are available 
to you 
(i) Dearness allowance 
(2) House r e n t allowance 
(3) Trave l l ing allowance 
(4) Overtime allowance 
(5) Housing f a c i l i t i e s in the colonies of 
the Commission 
(6) Daily allowance 
(7) Wint6r allowance 
(8) City compensatory allowance 
(9) H i l l Compensatory allowance 
(10) Incent ive for higher qua l i f i ca t ion 
(11) Incent ive t o promote family norms 
(12) P ro f i t sharing bonus ex-grant ia Yes No 
PART - I I I 
17. Does the Commission provide financial assistance 
for the following items 7 
(a) House building advance ? Yes No 
Y e s ^ N o 
Yes"^ No 
Yes No 
Yes No 
Y e s ^ N o 
Yes No 
Yes No 
Yes No 
Yes No 
Y e ^ N o 
Yes No 
4) 
(b) Car Advance ? yes^^' No 
(c) Scooter/Motor Cycle advance ? yes^ No 
(d) Moped/Vicky Advance 7 yes No 
(e) Cycle Advance 7 yes No 
(f) Fan advance 7 yes No 
(g) LPG Advance ? yes No 
/ (h) F e s t i v a l Advance 7 yes No 
PART ~ IV 
18, Do you get the following leaves 7 
(a) Casual leave ? 
(b) Spec ia l causal leave 7 
(c) Half pay leave 7 
(d) Extra ordinary leave 7 
(e) Study leave 7 
(f) Accident and d i s a b i l i t y leave 7 
19, Do you get medical f a c i l i t i e s 7 
20, Does the CoDunlssion provide medical 
f a c i l i t i e s to i t s r e t i r ed employees 7 
21, Does the Comcalssion provide education 
f a c i l i t i e s t o their children 
22, Does the Commission provide Central School 
f a c i l i t i e s to their children 7 
23, Does the Commission provide the following 
f a c i l i t i e s 
(a) Ch i ld ren ' s education allowance 7 
(b) Merit scholarship 7 
(c) Hostel Subsidy 7 
yes^ 
Yes 
yes 
yes^ 
yes 
/ 
yes^ 
yes^ 
yes^ 
yes 
yes 
yes v^  
yes>^ 
Yes^ y 
Yes 
No 
No 
No 
No 
No 
No 
No 
No 
•No 
No 
No 
No 
No 
No 
5) 
24, Does the Commission provide t ranspor t 
f a c i l i t y t o school going children at 
concessional r a t e s or reimbursement 
of bus charges 7 Yesv^ No 
25, Does Commission provide compensation for 
accident while on duty 7 
(a) In case of f a t a l acc idents 7 
(b) In case of non-fa ta l accident 7 
26, I s benevolent fund in p r a c t i c e in the 
Commission 7 
27, Does s t a f f welfare Committee function in the 
Commission 7 
28, Are grievance Committees functioning s a t i s -
f a c t o r i l y in a l l the p ro j ec t s of the Commission 7 
29, Does appeals Committee function in the 
Commission 7 
30, Does Commission promote sportmanship among 
the employees. 
3 1 , Are Mahela Saraities funct ioning in the 
Commission.? 
32, I s the re any spec ia l provis ion for SC/ST in 
recrui tment and pranotion in the Commission 7 
33, Are cooperat ives and a n c i l a r i e s s o c i e i t i e s 
funct ioning in t he Commission 7 
34, I s the lack of safety of the employees working 
in the production f i e ld in the Commission 7 
35, I s t he r e labour unrest in the Commission 7 
36, DOGS Commission provide following special 
facilities 7 
(a) Specia l f a c i l i t i e s in Assam 7 
(b) Specia l f a c i l i t i e s for BPP 7 
(c) Spefiial f a c i l i t i e s for Calcutta 7 
Y e s ^ 
Y e s ^ 
Yes 
Y e s ^ 
Yes 
Yes 
Y e s ^ 
y 
Yes 
Yes 
/ Yes 
Yes 
Yes 
Y e s " ^ 
Yes y 
Yesy 
Yes 
No 
No 
No 
No 
No 
No 
No 
No 
No 
No 
No 
N o ^ 
No 
No 
No 
No 
N o ^ 
PART - V 
Others 
37. Does Commission suspend or terminate the 
employees ? Yes '^ No 
38, Does Commission take the disciplinary 
action on the employees 7 Yes No 
6) 
/^  
39. Does Commission promote Hindi language among 
the employees 7 Yes ^^ No 
AO, Does e x i s t interview held in the Commission . 
of the res igned employees 7 Yes No 
\ 
4 1 , Have Commission made arrangement for con t ro l 
of environmental po l lu t ion 7 ^ Yes No 
42. Do you f e e l theit personnel policy of the 
Commission i s in f u l l p r a c t i c e 7 Yes No 
Comments and suggestions ( i f any) 
—«.J^drrp..<;lUifr^, • iA..^^^ /)u ^ c i 1 f, 111 r< , 
Thank you very much for your help and cooperat ion. 
M^kJ. 
Mohd. ^Javed 
U.G.C. Research Fellow 
Department of Commerce 
A.M.U. Aligarh-2020U2 
QUEgriONNAiRE 
Dear S i r , 
Below you wdll find a l i s t .of quest ions r e l a t i n g t o my 
research work e n t i t l e d as »A CRITICAL STUDY OF PERSONNEL POLICY /^D 
FRACriCES IN OIL ANDNATURAL GAS CC»WISSICN (O.N.G.C.) ' . The questions 
are divided i n t o parts, , pa r t I , I I , I I I and I v , Please answer them 
by pu t t ing a t i ? k ( V ^ ) along the .space on an a l t e r n a t i v e which 
ycu consider t o be most appropr i a t e , 
1 . Name [^.Q.;..T^MP.t{M7 fl:, -hC) 
3» Age S.I If/1 
pyt I 
Human Resources Development 
1, Has the Commission Human Resources Development 
department ? 
2. Has the commission surplus manpower 7 
3. Has the Commission shortage of manpower 7 
4, Has the Commission long term manpower planning 
policy 7 
5. Is Advisory Council on Human Resources 
Development functioning in the Commission ? 
6. Have you got any promotion 7 
7, Is the transfer policy practiced in the 
Commission 7 
8, Does the Commission recruit its employees 
through which of the following methods 7 
(a) Direct recruitment 
(b) Promotion of employees already in the Services 
of t he Commission 
(c) Borrowing the se rv ices of persons in the cen t ra l 
Government/State Government/Public Sector under 
t a k i n g s . Yes 
2) 
9, Does the Commission follow d i r e c t and i n d i r e c t 
methods of recrui tment 7 
10. I s the pol icy of medical examination of new 
employees pract iced in the CcHranission ? 
1 1 . Does new en t r an t s (newly r ec ru i t ed employees) 
submit the following documents 7 
(a ) . C e r t i f i c a t e of age 7 
(b) Character C e r t i f i c a t e 7 
(c) Oath of Allegiance 7 
(d) Marriage Declaration 7 
(e) Home Town Declarat ion 7 
(f) Medical examination r e p o r t 7 
(g) At tes ted Copies of Degree/Diploma 7 
(h) C e r t i f i c a t e of Educational q u a l i f i c a t i o n s 7 
( i ) C e r t i f i c a t e of experience 7 
( j ) C e r t i f i c a t e of SC/ST 7 
12. I s the scheme of recogni t ion of mer i tor ious 
work prac t iced in the Commission 7 
13 . I s the suggestion scheme prac t iced in the 
Commission 7 
14. Are the following t r a i n i n g programmes, p rac t i ced 
in the Commission 7 
(1) Graduate Training Programmes 
(2) Induction Training programmes 
(3) Or ien ta t ion and Reor ien ta t ion programmes 
(4) Seipincirs/Workshops 
(5) Management Development Programmes 
15. Does the Commission provides follovdng t r a i n i n g s 
t o i t s employees 7 
Yes sj^d 
\jss No 
Xes No 
Y^^J3r No 
^ / No 
^es No 
V^s / No 
Y4S ^ N O 
X^s ^ No 
X^Sy No 
Yes . No 
^^s No 
(1) Induction training 
(2) Functional Training 
(3) Development training 
(4) Safety training 
(5) Training on environment 
(6) Training on computerisation and 
communication 
(7) Apprenticeship t r a i n i n g 
(8) Coaching 
PART - I I 
16, VJhich of the following th ings are ava i lab le 
t o you 
( i ) Dearness allowance 
(2) House r e n t allowance 
(3) Trave l l ing allowance 
(4) Overtime allowance 
(5) Housing f a c i l i t i e s in the colonies of 
the Commission 
(6) Daily allowance 
(7) Winter allovv<ance 
(8) City compensatory allowance 
(9) H i l l Compensatory allowance 
(10) Incent ive for higher qua l i f i ca t ion 
(11) Incent ive t o promote family norms 
(12) P ro f i t sharing bonus ex-gran t ia 
PART - I I I 
17. Does the Commission provide f inanc ia l a s s i s t ance 
for the following items ? 
(a) House bui lding advance 7 V 
4) 
(b) Car Advance ? 
(c) Scooter/Motor Cycle advance 7 
(d) Moped/Vicky Advance ? 
(e) Cycle Advance ? 
(f) Fan advance 7 
(g) LPG Advance 7 
(h) F e s t i v a l Advance 7 
PART , IV 
18, Do you get the following leaves 7 
(a) Casual leave 7 
(b) Spec ia l causal leave 7 
(c) Half pay leave ? 
(d) Extra ordinary leave 7 
(e) Study leave 7 
(f) Accident and d i s a b i l i t y leave 7 
19, Do you get medical f a c i l i t i e s 7 
20, Does the CoBmission provide medical 
f a c i l i t i e s t o i t s r e t i r e d employees 7 
2 1 , Does the CoDomission provide education 
f a c i l i t i e s t o t h e i r ch i ldren 
22, Does the Commission provide Central School 
f a c i l i t i e s t o t h e i r ch i ldren 7 
23, Does the Commission provide the following 
f a c i l i t i e s 
(a) Ch i ld ren ' s education allowance 7 
(b) Merit scholarship ? 
(c) Hostel Subsidy 7 
V s / 
\^^x 
l^^ s/ 
Hfis . 
^ ^ 
^s 
\fiS 
No 
"No 
No 
No 
No 
No 
Uo 
^ 
}(o 
5) 
24, Does the Commission provide t ranspor t 
f a c i l i t y t o school going children at 
concessional r a t e s or reimbursement 
of bus charges ? 
25, Does Commission provide compensation for 
accident while on duty 7 
(a) In case of f a t a l acc idents ? 
(b) In case of non-fa ta l accident ? 
26, I s benevolent fund in p r a c t i c e in the 
Commission ? 
27, Does s t a f f vi/elfare Committee function in the 
Commission 7 
28, Are grievance Caranittees functioning s a t i s -
f a c t o r i l y in a l l the p ro j ec t s of the Commission 7 
yes 
29, Does appeals Committee function in the 
Commission 7 
30, Does Commission promote spcxrtmanship among 
the employees, 
3 1 , Are Mahela Samities funct ioning in the 
Commission? 
32, I s the re any specia l provis ion for SC/ST in 
recrui tment and promotion in the Commission 7 
33, Are coopereitives and a n c i l a r i e s s o c i e i t i e s 
funct ioning in t he Commission 7 
34, I s the lack of safety of the employees working 
in the production f i e ld in the Commission 7 
35, I s t he re Ijabour unrest in the Commission 7 
36, Does Commission provide following spec ia l 
f a c i l i t i e s 7 
(a) Specia l f a c i l i t i e s in Assam 7 
(b) Specia l f a c i l i t i e s for ePP ? 
(c) Specia l f a c i l i t i e s for Calcutta 7 Yes 
0^0 c a 
PART - v 
others 
37, Does Commission suspend or terminate the 
employees 7 
38, Does Commission take the disciplinary 
action on the employees 7 
39, Does Commission promote Hindi language among 
the employees 7 
40, Does exist interview held in the Commission 
of the resigned employees 7 
41, Have Commission m^de arrangement for control 
of environmental pollution 7 
42, Do you feel that personnel policy of the 
Commission is in full practice 7 
6) 
\j4s 
Commen mis and suggestions ( i f any) A , 
U-Uih' r^^Un^fr g.rf ^'Mt yet 
y^UiVx 
ft 
Thank you very much for your help and cooperation. 
Mohd, rjaved 
U.G.C, fiesearch Fellow 
Dspartment of Commerce 
A.M,U, Aiigarh-2020U2 
QUE5maJNAlRE 
Dear Six, 
Below you vdll find a l i s t of quest ions r e l a t i n g t o my 
research work e n t i t l e d as *A CRITICAL STUDY OF pglSgjNEL POLICY AND 
FaACTICES IN OIL .^ I^DNATURAL GAS OQ !^MISSICN (O.N.G.C.)^. The questions 
are divided i n t o p a r t s , pa r t I , I I , I I I and IV, Please answer them 
by pu t t ing a t i d e ( v/ ) along tiie .space on an a l t e r n a t i v e which 
you consider t o be most appropr i a t e , 
1. u^..b.-.Rtuy.iM^d7y. 
3. ^^..i'l^^P^.- ^ 
PaJt I 
Human Resources Development 
1, Has the Conunlsslon Human Resources Development 
department ? Yes No 
2 . Has the commission surplus manpower ? ^^yes No 
3 . Has the CcMnmission shortage of manpower ? Yes tJNf> 
4 , Has the Commission long term manpower planning ^ 
pol icy ? yYes No 
5, I s Advisory Council on Human Resources 
Development functioning in the Commission 7 Yes ^ No 
6 . Have you got any promotion 7 L ^®^ /;, <^No 
7 , I s the t r a n s f e r pol icy prac t iced in the ^^. 
Commission ? [ Yes h [No 
8 . Does the Commission r e c r u i t i t s employees 
through wrfiich of t he following methods 7 ^ 
(a) Direct recruitment ^ Yes No 
/ 
(b) promotion of employees already in the Services 
of the Ccmmission LYes No 
(c) Borrowing the se rv ices of persons in the cen t ra l 
Government/State Government/public Sector under ^^.^ 
t a k i n g s . / i lY.es >^  No 
2) 
9, Does the Commission follow direct and indirect 
methods of recruitment ? 
10, Is the policy of medical examination of new 
employees practiced in the Commission ? 
11, Does new entrants (newly recruited employees) 
submit the following dociments 7 
(a)^Certificate of age 7 
(b) Character C e r t i f i c a t e 7 
(c) Oath of Allegiance 7 
(d) Marriage Declaration 7 
(e) Home Tovvn Declarat ion 7 
(f) Medical examination r epo r t 7 
(g) At tes ted Copies of Degree/Diploma 7 
(h) C e r t i f i c a t e of Educational q u a l i f i c a t i o n s 7 
( i ) C e r t i f i c a t e of experience 7 
( j ) C e r t i f i c a t e of SC/ST 7 
12. I s the scheme of r ecogn i t ion of mer i tor ious 
work prac t iced in the Commission 7 
13 . I s the suggestion scheme pract iced in the 
Commission 7 
14. Are the following t r a i n i n g programmes, p rac t i ced 
in the Commission 7 
(1) Graduate Training Programmes 
(2) Induct ion Training programmes 
(3) Or ien ta t ion and Reor ienta t ion Programmes 
(4) SeipinaJrs/Work shops 
(5) Management Development programmes 
15. Does the Commission provides following t r a i n i n g s 
t o i t s employees 7 
. yes 
x ^ 
^ Yes 
Yes 
r\. Yes 
(Yes 
^ yes 
^ yes 
, yes^ 
\ yes 
[ yes^ 
LYes 
I Yes 
(_ yes ^ 
, yeg 
^ 
V^yes 
• \ 
^yes 
^ y e s ^ 
A 
(Yes 
lyes 
LYes 
^ 
No 
No 
No 
No 
No 
No 
No 
No 
No 
No 
No 
No 
No 
No 
No 
No 
No 
No 
No 
No 
3) 
(1) Induction training \ Yes No 
(2) Functional Training | Yes No 
(3) Development training , Yes No 
(4) Safety training ^ Yes No 
(5) Training on environment > Yes No 
(6) Training on computerisation and 7 
communication [ Yes No 
(7) Apprenticeship training Yes No 
(8) Coaching Yes ^ No 
PART - II 
16. V^ iich of the following things are available 
to you 
-V 
( i ) Dearness allowance L Yes No 
^ (2) House r e n t allowance ^ Yes No 
(3) T rave l l i ng allowance . Yes No 
(4) Overtime allowance YPS [No 
(5) Housing f a c i l i t i e s in the colonies of 
the Ccanmission > Yes No 
(6) Daily allowance ^ Yes No 
(7) VVint6r allowance Yes tNo 
(8) City compensatory allowance Yes [No 
(9) H i l l Compensatory allowance . Yes No 
(10) Incent ive for higher qua l i f i ca t ion ^ e s No 
(11) Incent ive t o promote family norms y^ Yes No 
(12) P ro f i t sharing bonus ex-gran t ia Yes No 
PART - I I I 
17. Does the Commission provide financial assistance 
for the following items ? 
(a) House building advance 7 I Yes No 
4) 
(b) Car Advance 7 . Yes No 
(c) Scooter/Motor Cycle advance ? ^yes No 
•) 
(d) Moped/Vicky Advance ? , Yes No 
) (e) Cycle Advance ? ^ yes No 
(f) Fan advance 7 .Yes No 
(g) LPG Advance 7 , (Yes 'i f No 
(h) F e s t i v a l Advance 7 ^ Yes No 
PART ^ IV 
18, Do you get the following leaves 7 
(a) Casual leave 7 
(b) Special causal leave 7 
(c) Half pay leave 7 
(d) Extra ordinary leave 7 
(e) Study leave 7 
(f) Accident and d i s a b i l i t y leave 7 
19, Do you get medical f a c i l i t i e s 7 
20, Does the Commission provide medical 
f a c i l i t i e s t o i t s r e t i r e d employees 7 
2 1 , Does the Ccamnission provide education 
f a c i l i t i e s t o t h e i r ch i ldren 
22, Does the Coimnission provide Central School 
f a c i l i t i e s t o t h e i r chi ldren 7 
23, Does the Commission provide the following 
f a c i l i t i e s 
(a) Ch i ld ren ' s education allowance 7 
(b) Merit scholarship 7 
(c) Hostel Subsidy 7 
- • 1 
, Yes 
^ yeG 
, yes ^ 
L Ves ^^  
LYes ^ 
(^  yes 
( Yes 
LYes 
Yes 
I Yes Y^ 
\ Yes 
.Yes 
1 
• Yes 
\ 
No 
No 
No 
No 
No 
No 
No 
I 
No 
LNO 
Ho 
No 
No 
No 
No 
-^ 
5) 
VYes 
Yes' 
( yes 
1 
[ Yes 
A 
No 
No 
No 
No 
24, Does the Commission provide t ranspor t 
f a c i l i t y t o school going children at 
concessional r a t e s or reimbursement 
of bus charges 7 
25, Does Commission provide compensation for 
accident while on duty 7 
(a) In case of f a t a l acc idents 7 
(b) In case of non-fa ta l accident ? 
26, I s benevolent fund in p r a c t i c e in the 
Commission 7 ^ Yes No 
27, Does s ta f f welfare Committee function in the ^ 
Commission 7 I Yes^ iNo 
28, Are grievance COTimittees functioning s a t i s - Yes • No 
f a c t o r i l y in a l l the p r o j e c t s of the Commission 7 
29, Does appeals Committee function in the 
Commissioin 7 Yes (_No 
30, Does Commission promote sportmanship among 
the employees, , Yes No 
31, Are Mahela Samities funct ioning in the 
Commission, 7 [Yes No 
32, I s the re any spec ia l provis ion for SC/ST in 
recrui tment and promotion in the Commission 7 Yes No 
33, Are cooperat ives and a n c i l a r i e s s o c i e i t i e s 
funct ioning in the Commission 7 L^®^ ^° 
34, I s the lack of safety of the employees working 
in the production f i e ld in the Commission 7 / Yes No 
35, I s t he re labour unrest in the Commission 7 Yes L N 6 " 
36, Does Commission provide following spec ia l 
f a c i l i t i e s 7 Yes No 
(a) Specia l f a c i l i t i e s in Assam 7 Yes No 
(b) Specia l f a c i l i t i e s for BPP 7 ^ yes No 
(c) Specia l f a c i l i t i e s for Calcutta 7 Yes uNo' 
6) 
PART - V 
Others 
37, Does Commission suspend or terminate the ' 
employees 7 Yes No 
38, Does Commission take the d i s c i p l i n a r y \ 
act ion on the employees 7 Yes No 
39, Does Commisuion promote Hindi language among 
the employees 7 .Yes No 
•40, Does e x i s t in terview held in the Ccmmission 
of the res igned employees 7 \,Yes No 
4 1 , Have Commission made arrangement for con t ro l i 
of environmental po l lu t ion 7 , Yes No 
42, Do you f e e l t h a t personnel policy of the 
Commission i s in f u l l practice 7 Yes | No 
Comments and suggestions ( i f any) , 
. ' • > K 
Thank yon very mdch for your help and cooperation, 
1 
"^ •^  r ^ y U,G,C, Research Fellow 
Department of Commerce 
A,M,U. Aiigarh-2020U2 
